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Abstract

The purpose of this research was to determine if police officers with military experience
are less likely to receive civilian complaints for use of force and unprofessional behavior than
police officers without military experience. The research consisted of eight research questions
that the dissertation attempted to answer. From these eight research questions, three hypotheses
were established. To facilitate the research a mixed-methods approach was utilized to compare
whether police officers with military experience accrued more or less civilian complaints than
police officers without military experience. The initial portion of the dissertation utilized
quantitative data collected from three police departments in the state of Florida to compare the
number of civilian complaints filed against police officers between the years 2014-2016.
The qualitative portion of the research consisted of data which was gathered from twenty
in-person interviews and telephonic interviews. The initial interviews consisted of a cohort of ten
police supervisors having personal military experience, including combat deployment
experience. A second cohort of ten police supervisors was also interviewed. These supervisors
did not have military experience or combat deployment experience however, they had experience
with recruiting, training, or supervising police officers with military experience. The qualitative
information provided supervisor’s perceptions of police officers with military experience
IV

compared to police officers who did not have military experience with regard to overall
performance in their role as police officers. The qualitative data served to provide additional
insight beyond the quantitative data of civilian complaints regarding the excessive use of force
and complaints concerning unprofessional behavior filed against police officers with and without
military experience. Lastly, a second qualitative portion utilized a survey using the service of
Survey Monkey to query police officers who are military veterans. The Survey Monkey
responses determined if their military service and combat experience influenced their law
enforcement capabilities and civilian interactions.
The quantitative research concluded that police officers with military experience are less
likely to have civilian complaints filed against them for unprofessional behavior than police
officers who do not have military experience. The qualitative data provided a positive perception
of police officers with military experience regarding their ability to serve as police officers and
interact with the community. Lastly, the qualitative data as provided by police officers who have
military experience via Survey Monkey concluded that military experience was beneficial to
their service as police officers.
There are significant policy implications which may be garnered from this dissertation.
Many agencies, including the federal government, allocate money for recruiting military
veterans. Numerous police departments waive certain requirements and give preference points to
military veterans. Based on the findings in this research, it is recommended that police agencies
continue to seek military veterans to hire as police officers and in difficult recruiting areas offer
incentives to those with military experience to become police officers.
Keywords: police veterans, police combat deployments, military law enforcement
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CHAPTER I
Introduction

Stemming from the infamous 9-11 terrorist attacks on the United States, approximately
2.7 million military service members served in the Iraq and Afghanistan conflict areas. Over half
of those that were deployed completed multiple deployments and over one hundred thousand
reservists served in combat zones throughout the world. Ritchie and Curran (2006) stated that
approximately ten percent of those who deployed as National Guard or reservists are first
responders in their civilian capacity. An estimated twenty two percent of state and local law
enforcement officers have prior military experience while the veteran population makes up only
eight percent of the total workforce in the United States (Lewis & Pathak, 2014). Additional
research conducted by Lewis & Pathak found that six percent of the nation’s population has
served in military; however, nineteen percent of police officers are veterans (Weichselbaum,
Schwartzapfel, Meagher, 2017). Most veterans returned from the conflicts in Iraq and
Afghanistan and transitioned from a military service member to a civilian lifestyle. As noted,
many returning veterans were reservists, who previously served as public safety professionals
and then returned to their agencies and resumed duty as police officers. Many former military
personnel will inevitably enter the police force in the next several years and in the future (Jensen
& Graves, 2013). This raises concerns for various police administrators and public officials, as
demonstrated by the scenario described below.
An Albuquerque, New Mexico family filed a wrongful death complaint against a police
officer who shot and killed Daniel Tillison. According to Tillison’s family, Afghanistan veteran
and Police Officer Martin Smith had a “post-traumatic stress disorder (PTSD) moment” and shot

Tillison to death. The family alleged that Tillison was an unarmed man posing no imminent
threat to the police officer. According to the civil complaint, Police Officer Smith displayed
PTSD symptoms such as flashbacks, blackouts, and waking nightmares and the Veteran’s
Administration had given him a one hundred percent disability rating. Regardless of the PTSD
indicators and his disability rating, the Albuquerque Police Department re-hired him upon his
return and assigned him to an area of the city known as the “War Zone”.
Individuals with military experience are assets to the law enforcement community based
on the skill set acquired in their military service and the organizational structure of law
enforcement agencies. Many police agencies substitute the educational requirements if a
candidate has military experience under the assumption prior service members have many of the
characteristics and qualities that are necessary to serve as police officers. Many police
departments have established a tendency to recruit new police officers with military backgrounds
and will continue to do so (White, 2008; Daxe, Robinson, Tapp-Harper, Biggerstaff, Daugirda,
Saltarelli, 2009).

The International Association of Chiefs of Police (IACP) conducted a survey among
returning combat veterans from Iraq and Afghanistan. The survey revealed that police
supervisors believed that candidates with military experience possess a greater confidence in
their ability to respond to tactical dilemmas. Based on their training and experiences, returning
veterans believe they can quickly resolve various police encounters more effectively.
Additionally, the survey revealed returning veterans claimed that they had a higher tolerance
towards stress due to their military training and experiences such as life threatening situations
gained during their combat deployments (Bureau of Justice Assistance, 2009).
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Although veterans have favorable traits, there are other factors to consider. Documented
allegations and evidence alleged returning veterans have an array of psychological issues (Daxe,
Robinson, Tapp-Harper, Biggerstaff, Daugirda, Saltarelli, 2009). Research demonstrated the
possibility of a negative impact of allowing law enforcement officers to return to their duties.
Some argue that returning veterans may not perform as effectively as they did prior to their
combat deployment and combat experience may impact their ability to perform their job duties.
Combat deployments increased the likelihood of problem behaviors as military personnel reenter the civilian lifestyles and adapt to policing a civilian population (Daxe, 2009).

Problem Statement
The purpose of this research was to determine if police officers with military experience
are less likely to receive civilian complaints for use of force and unprofessional behavior than
police officers without military experience. This dissertation compared the performance of police
officers with military experience and police officers without military experience. The
comparison sought to determine if officers with military experience were less likely to accrue
civilian complaints, for excessive use of force and unprofessional behavior complaints when
compared to police officers who did not have military experience. It should be noted that there
are differences with regard to the type of military experience and service among each individual
police officer who had military experience. The differences with regard to the type of military
experience included branch of service, deployment history, deployment frequency, and
engagement in actual combat. The quantitative data only differentiated between those with
military experience and those who never served in the military. Additional variables which could
3

not be measured through quantitative data were examined using qualitative data. The additional
data that was necessary to support the research could only be ascertained through a qualitative
approach and thus a mixed-methods approach was used. To differentiate, and consider the
variables noted above, in conjunction with additional factors such as those police officers with
military experience who never deployed to a combat zone, those police officers with military
experience who deployed to a combat zone but never saw combat, and lastly those police officers
with military experience deployed to a combat zone and witnessed or experienced combat. Each
factor produced different results based on the stress felt, how the officer reacted to it, the
frequency and duration of the combat and long-term effects such as PTSD. Initially, the
dissertation’s concept was to review quantitative statistical data, but the topic of PTSD was
unavoidable. All initial research, help guides, and other aspects of the literature review continued
to discuss returning veterans with PTSD. Based on those factors, it was important to try to
capture qualitative data regarding police officers who are veterans and the effects of deploying to
combat zones and their ability to serve as police officers. To capture this subject in its entirety,
clear definitions of the criteria for veterans, combat, military experience, civilian complaints and
PTSD are defined in the literature review.
Significance of the Problem
Many veterans return from deployments, complete their military obligations and settle
back into their civilian communities as productive members of society. Experts agree combat can
change a person’s personality and mental state. One must consider that exposure to extreme
combat should be considered not only for risk factors for physical or mental illness, but that this
exposure may also result in a person committing violence (Rohlfs, 2010; Holowka, 2012).
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Tanielian (2008) suggests that there is a notable prevalence of PTSD, traumatic brain injury
(TBI), and depression in troops who served in Iraq and Afghanistan.
Many police officers were reserve service members called to active duty for deployments
to Iraq or Afghanistan. These reservists returned and resumed their duties as police officers
serving amongst the civilian population across the United States. The law enforcement
profession is a desired occupation for those with prior military experience. While veterans make
up eight percent of state and local government employees they account for twenty two percent of
the police officers (Lewis & Pathak, 2014). Law enforcement is a viable career option for
veterans, based on the organizational and cultural similarities to the military (Curran, Holt, &
Afanador, 2017). Consequently, law enforcement officials and agencies view prior military
history as an asset, noting that a veterans’ experience handling firearms, physical conditioning,
discipline, critical incident response and other skills (Daxe, 2009). Veterans including those with
combat deployments seek employment as police officers. As noted, municipalities must also
contend with the fact that many of their police officers may have been activated, mobilized, and
served in a combat zone will return to duty as a police officer. Psychological screeners note the
fact that that police officers who have served in combat and are now returning to civilian law
enforcement vocations. Many have classified this as a serious issue. They premise their belief on
the notion that not everyone who returns from a combat zone is damaged, however everyone
who served in combat has changed (Best, 2006).
CHAPTER II
Key Terminology
Definitions of key terms which may be used during this portion of the dissertation are
provided. These terms are used in everyday vernacular but are technical in nature and cannot be
5

used interchangeably due to their precise meanings and the actual results that each one may
imply. Key terms associated with military service follow below.
Military Service and Veteran’s Status
Military service is classified into two types of distinct service, wartime or peacetime
service. The United States government deems certain periods of eligibility for wartime service.
Similarly, the United States government designates certain geographic areas as wartime service
areas. Periods considered “wartime” for the purposes of veterans’ benefits are defined by law.
For example, The Vietnam Era has been defined as service which occurred during the time
period of August 5, 1964, through May 7, 1975, but the period begins on February 28, 1961, for
veterans who served in the Republic of Vietnam (Szymendera. 2016). Each conflict will have its
own dates to determine veteran’s status. During the period noted above, veterans who served
during the time noted are considered having “served during wartime” by the Veterans
Administration. A veteran receives specific benefits based on the time period of service
regardless of whether the veteran actually deployed to a combat zone or not. Time periods not
designated by Congress as wartime are considered peacetime. If service was split between
wartime and peacetime, the veteran meets the wartime criteria if there are 90 consecutive days
and at a minimum of one day of which occurred in wartime.
A veteran is defined as a “person who served in the active military, naval, or air service,
and who was discharged or released therefrom under conditions other than dishonorable
(Szymendera, 2016). Members of the National Guard or Reserves components are not
considered veterans unless they meet one of three criteria:
1) Members of the National Guard or Reserves must have deployed to a combat zone
designated by Congress.
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2) Members of the National Guard or Reserves must have completed a full twenty years
of service and are eligible for retirement benefits.
3) The individual was activated and called to active duty for a period of 180 days, or
more, not including training, such as basic or advanced individual training.

Often these terms are confusing. A person may join the military and serve during
peacetime and be a veteran. Many individuals serve during a period when the United States is
involved in combat operations however, that individual did not deploy to a combat area. Active
component, Reserve component, or National Guard members having served in a combat zone are
considered combat veterans. They are often recognized by various combat service awards for
their service such as the Iraqi Campaign Medal, the Afghanistan Campaign Medal, or the Armed
Forces Expeditionary Medal. An individual's’ status as a veteran is pertinent to this research and
the relevance is discussed with regard to veterans who become police officers.

Recruitment of Veterans
Individuals who want to become police officers view themselves as upstanding members
of society and wish to serve those in the community. Military members often share the same
common virtues and characteristics as police officers. Veterans believe the law enforcement
profession is a natural fit, perhaps which is why many veterans have gravitated towards the law
enforcement career path (Ivie, & Garland 2011, Hajjar, 2014). Some veterans, seek civilian
employment that is consistent with their military training and experiences such as serving as a
police officer (Cooper, Caddick, Godier, Cooper, & Fossey, 2018).
Applicants with military experience are sometimes given preference while being
considered for the position of a police officer (Fyfe & Kane, 2006). There is ample evidence to
7

support the contention that many law enforcement agencies will purposely target veterans as
potential candidates to serve as police officers (Whetstone, Reed J, & Turner 2006). Efforts are
made to target veterans as potential candidates by actively recruiting at military bases, offering
individuals more points on entrance examination to become police officers, and offering
promotional points to police officers who are combat veterans (Bureau of Justice Assistance,
2009).
Many police departments require potential candidates to have at least 60 college credits
for a police officer candidate to receive consideration for employment. This requirement can be
waived in lieu of prior military experience (White, 2008; Wilson & Grammich 2009; Jensone &
Graves, 2013). Additionally, the United States Attorney General encouraged police departments
to hire military veterans. The encouragement were incentives in the form of federal funding
which was awarded to organizations in the fiscal year following the hiring or re-hiring of at least
one veteran (Dempsey & Forst, 2013).
The San Diego Police Department discovered that a large active duty military population
within their geographic location may be interested in joining the police force. As an incentive,
the San Diego Police Department allowed exceptional veterans to bypass the entrance exam and
use measurements such as the Armed Services Vocational Aptitude Battery (ASVAB), as an
entrance criteria. This program enabled them to attract quality candidates and be more aggressive
in the recruiting tactics than other law enforcement agencies who may be competing for this
same population (Ridgeway, Gifford, Koper, Matthies, Hajiamiri, & Huynh, 2008).
This presents the question, why do law enforcement agencies target military veterans and
encourage them towards a career as a police officer? Some contend that there is a close
relationship between being a member of the armed forces and being a police officer (Miller,
8

2007; Baker, 2008; White, 2008). Many senior law enforcement officers believe those with
previous military experience possess many of the attributes, such as response to critical incident
or response to tactical situations, that their departments desire in a police officer candidate
(Bureau of Justice Assistance, 2009). Some note that police candidates with military experience
are trained and exposed to potentially stressful situations and have an advantage when compared
to those without the same experience (Bureau of Justice Assistance, 2009; McCafferty, 2003)
Police agencies realized a variety of benefits from recruiting candidates with prior
military training. Those candidates passed the rigors of selection and screening to gain entrance
into the United States Armed Forces followed by both physically and mentally challenging
training resulting in a lower attrition rate during the initial phase of police training. Law
enforcement agencies believe candidates with prior military experience are beneficial to their
departments (Ivie, & Garland 2011). Senior law enforcement officials note that a veterans’
experience in handling firearms, physical conditioning, discipline, critical incident response and
other skills are all directly related to the skills that are necessary for an effective law enforcement
officer (Klein, 2009). Many service members have a security clearance from their service. Many
military members have a sense of purpose and served without the benefit of a high standard of
living, meaning adverse conditions with various challenging environmental surroundings
(McGarry, Walklate, & Mythen, 2015). They worked long hours, especially when deployed to
combat zones and endured austere conditions in all-weather settings. A veteran learns
responsibility, accountability and how to maintain their individual equipment such as first aid
kits, weapons, ammunition, and vehicles which are essential for survival (Hajjar, 2014). These
experiences and attributes make them unique from civilian candidates (Orrick, 2012). Veterans
understand a chain of command which compliments a police departments’ structure as a
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paramilitary organization and are less apt to ask supervisors “why” when given an order or
direction (Cowper, 2000, Shernock, 2016). A veteran’s weapons training and respect for
weapons safety and possession are key components of a police officer. This leads many senior
police officials to believe that candidates with military experience will make better police
officers than their civilian counterparts (Golfin, 2006; Tsimekles, 2006).
In Gallup's Annual Confidence in Institutions poll which measures the citizen’s
confidence in the nation’s major institutions, the military has topped the list every year since
1998 (Norman, 2017). Today’s military is very selective in the type of candidate that it is
recruiting into their ranks. The Pentagon contends that seventy five percent of young people
between the ages of 17 to 24 are currently unable to enlist into the United States Armed Forces.
A variety of factors include; the ability to graduate high school, a criminal record, mental,
medical, and fitness issue, including but not limited to obesity (Christeson, Taggart, & MessnerZidell, 2009). Reports demonstrate that twenty seven percent of young Americans are obese and
therefore it is difficult to enlist into the military (Dilbeck, 2009) and have many of these
candidates have difficulty passing physical fitness tests. Many of the same criteria used for the
United States military are used for selecting potential police recruits.
Recruiting veterans from our nation’s military is advantageous but there are concerns as
well. Ample academic research suggests a candidate’s status as a veteran does not demonstrate
they have the propensity to outperform their civilian counterparts (Skolnick & Fyfe, 1993,
Shernock, 2016). Although evidence exists to demonstrate a relationship between the military
and the police, very few studies determine the effects of prior military performance in
relationship to the ability to perform as a police officer (Petterson, 2002). Police performance
and misconduct does not support the notion that military veterans possess more potential than
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civilian candidates to serve admirably as police officers. Military service neither prevents nor
promotes misconduct among police officers. The variable which correlated with a higher
performance in policing is attributed to those who received a high number of military
commendations while serving in the armed forces. Research indicates those who did well in the
military, most notably those awarded for their performance, demonstrated a propensity for
success in policing (Kane & White, 2012). Finally, evidence indicates that prior military
experience is related to a greater number of citizen complaints. Harris (2010), using data from
the aforementioned longitudinal study, found a greater percentage of police officers with prior
military experience falling into the high-rate and mid-rate complaint trajectories, although the
effects of prior military experience were not significantly different from officers falling into the
low-rate complaint trajectory. As an explanation one may attribute the higher trajectory of
complaints not to military experience rather to officer productivity (Terrill & McClusky, 2002).
Prior military experience could increase the likelihood of problem behaviors, as military
personnel might readily adapt to the quasi-military organization of policing, but have difficulty
serving a civilian population (Harris, 2010). Conversely, in an effort to research what effects
sanctions had on police misconduct Harris noted that military experience had no impact on
complaint likelihood (Harris, Worden, 2014).
It is possible, when considering the effects of age at appointment, level of education, and
employment history, military service may be an unimportant independent factor in the prediction
of police misconduct (Skolnick &Fyfe, 1993). Contrary to common belief, research indicates
that those police officers whose pre-employment histories including military service were more
likely than non-veterans to have been involuntarily separated from the NYPD (Skolnick &Fyfe,
1993). It was determined that prior military experience was not a significant predictor of
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successful completion of training at Baltimore’s Police Academy (Wright, Dai, and Greenbeck
2011).
Post-Traumatic Stress Disorder
Post-Traumatic Stress Disorder (PTSD) is an anxiety disorder occurring after
experiencing or witnessing of a traumatic event. A traumatic event is a life-threatening event
such as military combat, natural disasters, terrorist incidents, serious accidents, or physical or
sexual assault in adult or childhood. Most survivors of trauma return to a normal existence after
time. However, some people will have stress reactions that do not go away on their own, or may
even get worse over time (Yehuda, 2002; Bisson, 2007). These individuals may develop PTSD.
People with PTSD experience three different kinds of symptoms. The first set of symptoms
involves reliving the trauma, such as becoming upset when confronted with a traumatic reminder
of the triggering event or thinking about the trauma when that individual is trying to do
something else. The second set of symptoms involves either staying away from places or people
that causes recollection of the trauma, isolating from other people, or feeling numb. The third set
of symptoms includes things such as feeling on guard, irritable, or startling easily (Ozer, Best,
Lipsey, Weiss, 2003; Asnaani, Reddy,& Shea, 2014; McKinney, Hirsch, Britton 2017). In
addition to the symptoms described above, clear biological changes are associated with PTSD.
PTSD is complicated by development of additional disorders such as depression, substance
abuse, problems of memory, cognition, and other problems of physical and mental health
(Asnaani, Reddy,& Shea, 2014; McKinney, Hirsch, Britton 2017). These problems may lead to
impairment of the person’s ability to function in social or family life, including occupational
instability, marital problems and family problems. PTSD can be treated with psychotherapy (talk
therapy) and medicines such as antidepressants. Early treatment is important and may help
12

reduce long-term symptoms. Unfortunately, many people do not know they have PTSD, and
those that do often do not seek treatment (Wagner, Zatzick, Ghesquiere, & Jurkovich, G. J. 2007;
Cukor, Spitalnick, Difede, Rizzo, & Rothbaum, 2009). The lack of treatment is problematic due
to the fact that early intervention may limit the effects of traumatic exposure and prevent
progression to later and more debilitating traumatic stress disorders (Abuse, 2005).
Stress Endurance
A conceptual definition of the term stress is important. Stress can be defined as a body’s
response to a demand. Stress causes various ailments including high blood pressure, back pain,
insomnia, and headaches to include more severe forms of headaches such as migraines (Lovallo,
2015; Levi, 2016; Seaward, 2017). Physical reactions and decisions made by police officers due
to stress may adversely impact the civilian population encountered on a daily basis. The
continuous buildup of stress leads to burnout, irritability, and physical and mental weakness.
These factors may impair judgment causing a police officer to make poor decisions in their
everyday dealing with civilians and thus affect their performance (Roberg, 2005; Tsimekles,
2006, Ivie, & Garland 2011). The end result may have an effect on the number of civilian
complaints filed against a police officer.
Law enforcement work is stressful and adverse psychological and physiological results
occur due to the stress associated with this occupation (Anshel 2000, Harpold & Feenster, 2002;
Archer, 2007, Kurtz, 2008; Hartley, Violanti, Mnatsakanova, Andrew, & Burchfiel, 2013; Ma,
Andrew, Mnatsakanova, Hartley, Fekedulegn, McCanlies, & Burchfiel, 2014). Similarly to a
police officer, military service is an inherently stressful profession. Many veterans have
experienced significant stress related incidents during their careers as they prepared to deploy
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and deployed to combat theaters (Adler, McGurk, Stetz, & Bliese, 2003). Police administrators
recruiting candidates with previous military experience do so under the belief that these
individuals will be able to manage the stressful aspects of the police profession more ably than
their civilian counterparts (Tsimekles, 2006). Similarly to a lack of studies associated with the
relationship between the military and the police as it relates to job performance, few studies
determine the effects of prior military performance in relationship to the ability of a veteran to
deal with stress as a police officer (Hartley, Violanti, Mnatsakanova, Andrew, & Burchfiel,
2013). The study concluded that those police officers without military experience rated policespecific events as more stressful and reported experiencing more events than those with military
experience. Those with military experience included both police officers who did not experience
combat and those police officers who served in combat zones. In particular, actions that involve
physical and psychological threats were reported as significantly more stressful to non-military
police officers compared to non-combat police officers. Those police officers who did not have
military experience also reported experiencing physically and psychologically threatening events
more frequently than police officers with military experience (Hartley, Violanti, Mnatsakanova,
Andrew, & Burchfiel, 2013).
To avoid situations in which a police officer may overreact with a physical response or
make a poor decision due to his inability to deal with stress, police agencies attempt to recruit
and train candidates who may be more apt to deal with the stress often associated with police
work. Many senior police leaders feel that the recruitment of military personnel alleviates this
concern based on their previous recruiting, screening, training, and experience (Leadford 2006;
Tan 2006). Inconclusive evidence exists to support the idea police officers with military
experience react to or deal with stress more efficiently and effectively than those police officers
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without military experience. Studies have not confirmed that former military personnel make
better police officers. Further, no research to this point has provided data on whether militaryexperienced police officers react differently to sources of stress and burnout in comparison to
those police officers who do not have military training (McCarty, “Solomon” Zhao, J & Garland,
2007). There is simply no empirical evidence that military-experienced police officers can
outperform and better handle police work (Petterson, 2002).
Stress naturally affects an individual’s decision-making process and impedes
judgment. In a study focused on stress and burnout in policing for military veterans, those police
officers with military experience were able to contend better with the negative exposures to
dramatic events and situations that are part of the law enforcement experience (Fagan, 2013).
This study is supported by a survey which was conducted by the International Association of
Chiefs of Police. Those surveyed noted the positive attributes that police officers with military
experience brought to the assignment. Those positive aspects include discipline, experience with
firearms, physical conditioning, leadership, training, and tactical operations (Bureau of Justice
Assistance, 2009). Police leaders gave specific examples such as level of maturity, sensitivity
towards their surroundings, the ability to respond without asking questions, and a greater
appreciation for life based on dealing with life threatening situations (Bureau of Justice
Assistance, 2009). The author believes that military training builds up a resilience whereby
service members would continue to function and perform when faced with extreme stressors not
usually encountered by civilians. Consequently, those police officers with military experience
are expected to perform more effectively under stressful situations and they would need less time
and fewer adjustments to overcome negative stimuli (Ivie, & Garland 2011).
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Stress and burnout are factors that can lead to poor judgment and decision making. These
issues also contribute to a decrease in organizational commitment and poor job performance
(Finney, Hensel, Bonato, Dewa, 2013). One contributing factor to stress and burnout in military
service are deployments overseas, particularly to combat zones. In today’s military, a service
member may fall into one of three categories. The first category consists of service members
who enlisted in the Armed forces and never deployed to a natural disaster, a humanitarian
catastrophe, or a combat zone. Although the service may be considered honorable, a difference
exists between this individual and an individual deployed to anyone of the areas noted
previously. Secondly, are service members with military experience, deployed to a combat zone
and never saw experienced combat. These individuals may have been assigned to a naval vessel
off of a coast, airbase assignment, or forward operating base (FOB) that never came under any
type of enemy attack. These service members were stationed in combat zones and may have been
traumatized by their proximity to violence and death. Lastly, are those with military experience
who deployed to a combat zone and witnessed, experienced combat with exposure to the full
horrors of war to include destruction, maiming, and death. Different results on the persona of the
individual service member may occur based on the stressors experienced, the frequency of each
stressor, and the duration of each stressor.
PTSD research attempted to measure the relationship among several variables; consisting
of military service to being wounded and serving three tours of combat duty in Vietnam (Foy,
Sipprelle, Rueger, Carroll, 1984). The study concluded that the extent of combat exposure is
directly correlated to the symptoms of PTSD. Evidence suggested those exposed to extensive
combat may not be able to offset the complications associated with PTSD. Studies have
examined the relationship between military and/or combat exposure and subsequent aggressive
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behavior. A number of risk factors have been identified, including the number of deployments,
the length of each deployment and the intensity of combat exposure while deployed (Reingle,
Bishopp, Jetelina, Paddock, Cannell, 2018). The following chart is a scale with criteria for
combat exposure in Vietnam (Foy et al., 1984; Figley & Stretch). Interestingly enough, based on
the model from the Vietnam War a similar model was created by simply substituting the scale
items demonstrating the current military operations. This is reflective of the difficulties with the
current generation of combat veterans. For example, the dates of service are 2001 to present and
the location is Iraq, Afghanistan, or Syria. The key element in the modern scale is many veterans
have served multiple tours in a combat zone.

Table 1: Percentage of Posttraumatic Stress Disorder (PTSD)
Diagnoses by Score on Combat Exposure Scale
SCORE SCALE

SCALE ITEM

0

In service 1965-1975

1

Stationed in Vietnam

2

Saw injury or death of U.S. serviceman

3

Fired weapon/fired upon in combat

4

Responsible for death of enemy military

5

Wounded in combat

6

Responsible for death of enemy civilian

7

Served 3rd tour of duty in Vietnam

17

Table 2: Diagnoses by Score on Combat Exposure Scale
Using the present day conflicts of Iraq and Afghanistan
SCORE SCALE

SCALE ITEM

0

In service 2001-Present

1

Stationed in Afghanistan, Iraq, or Syria

2

Saw injury or death of U.S. serviceman

3

Fired weapon/fired upon in combat

4

Responsible for death of enemy military

5

Wounded in combat

6

Responsible for death of enemy civilian

7

Served 3rd tour of duty in Afghanistan,
Iraq or Syria

The question regarding recruitment of veterans and policing is the significance of PTSD.
Studies have linked anger as a consequence of PTSD, leading to the potential for violence.
Research from military subjects have demonstrated a positive relationship between PTSD and
violence (Jakupcak & Tull, 2005; Kulka, 1990; Lasko et al., 1994; Swan et al., 2005). Further
research has shown veterans with combat exposure have displayed a greater amount of anger and
hostility than other populations (Orth & Wieland, 2006). A considerable amount of research has
taken place with regard to Vietnam veterans, the new generation of veterans may have similar
difficulties. The probability of exposure to combat related stressors might account for the high
prevalence of mental health problems documented in Iraq and Afghanistan veterans (Hoge,
Auchterlonie, & Milliken, 2006; Thomas, Wilk, Riviere, McGurk, D., Castro, C.A., & Hoge,
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2010). The long-term outcomes of military service vary among veterans. The individual
veteran’s ability to cope with military service, in particular combat deployments, is dependent
upon their exposure to trauma and their resilience to it (Spiro, Settersten, Aldwin, 2015).
Resiliency
Research reveals police work is among the most stressful occupations in the United
States (Anshel 2000, Harpold & Feenster, 2002; Archer, 2007, Kurtz, 2008; Hartley, Violanti,
Mnatsakanova, Andrew, & Burchfiel, 2013; Ma, Andrew, Mnatsakanova, Hartley, Fekedulegn,
McCanlies, & Burchfiel, 2014). Police officers operating under severe or chronic stress are more
likely not to achieve the duty position’s expectations (Finn, 2000; Tsimekles, 2006). Without
coping with the stress at hand or mitigating the stress, these police officers are subject to
committing errors, using bad judgement, and even involvement in defiance or criminal activities
such as an abuse of authority, unprofessional behavior, or excessive force against the civilian
population.
The ultimate goal for the law enforcement agency, the municipality who is the employer,
and the citizen who makes up the community is a more productive performing police officer in
law enforcement organization. An all-encompassing resilience-building training program
implemented to improve a police officers’ capacity to recognize and self-regulate responses to
stressors at work and personal lives is essential. Resilience is a multidimensional construct
defined as positive adaptation in the face of adversity (Lerner, Weiner, Arbeit, Chase, Agans,
Schmid, & Warren, 2012). In essence, the term resiliency means to “bounce back.” The
bouncing back is often from mental or psychological issues and not so much physical. According
to the American Psychological Association, resilience is defined as the “process of adapting well
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in the face of adversity, trauma, tragedy, threats or even significant sources of stress” (APA
2013).
A variety of factors are associated with resiliency and used to help an individual cope
with issues. Often, social support networks refer to a social network’s provision of
psychological, physical, and material resources intended to benefit an individual’s capacity to
cope with stress (Cohen, 2004). Individual changes in one’s lifestyle including dietary, exercise
and additional sleep can create harmony or soothe the emotions of a person suffering from stress,
trauma, or forms of PTSD. Depending on a person’s culture or religious beliefs, additional
actions include increased religious study or visiting a religious leader such as a priest.
Individuals may need support from close friends, family and work colleagues. Support groups
can reduce stress and enhance resiliency.
Finally, a person may need professional help from a psychiatrist or psychologist. With
the assistance of a medical professional, a person may develop a resiliency program that includes
medication. Research indicates stress motivational strategies to enhance medication adherence is
proven effective. Police officers who reported adaptive coping strategies were less likely to
report deviance than were the police officers who employed other strategies such as selfmedication (Alter, 2007).
Civilian Complaints
The population of the United States has certain expectations of the police. The police are
expected to possess objectivity in their pursuit of the rule of law, protect and serve the
communities in which they are assigned. And they are expected to provide a safe environment
free of crime. Unfortunately, police conduct is now on the forefront of the American psyche
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resulting in debates concerning police misconduct. As a result, the United States as a nation is
witnessing a growing public perception that police misconduct is dramatically increasing
(Weitzer, 2017, Weitzer, 2015).
This dissertation examines police officers who have had civilian complaints in the form
of use of force complaints and complaints concerning unprofessional behavior filed against
them. Therefore it is important to clearly understand and define the term citizen complaint.
Citizen complaints are often lodged by citizens based on a perception of abuse of police power or
discretion by the police. Police abuse of power refers to the allegations by citizens regarding
sworn officers’ physical abuse of a citizen, unprofessional behavior including improper
language, harassment and intimidation of civilians. Most research which examines problem
police officers does so by measuring the number of complaints filed against police officers as a
measure of misconduct (McCluskey, & Terrill 2005, Harris, 2014). Ample support demonstrates
that police officers who are more aggressive in their duties seem to generate more civilian
complaints (Terrill & McCluskey, 2002, Harris, 2011, Worden, Harris & McLean, 2014).
What is considered a formal complaint against a police officer? A formal complaint is an
official complaint form at the police station describing all events leading up to the complaint
being filed against the officer by a citizen (Hassell, & Archbold, 2010). An informal complaint is
when a citizen chooses not to fill out an official formal complaint regarding their encounter with
a police officer but would rather communicate his displeasure to someone in internal affairs or a
police supervisor. Often, this is a venting process (Hassell, & Archbold, 2010).
To fully understand civilian complaints, by virtue of state authority and written in law,
police officers are given the right of using a non-negotiable coercive force to control what a
police officer may perceive as unruly behavior on the part of citizens (Bittner, 1970; Friedrich,
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1980; Alpert & MacDonald 2001). It is largely understood by police officers and those who
study the use of force by police officers that the use of force can be justified. Justification for the
use of force may occur when a police officer is called upon to make an arrest, detain a suspect in
a crime, or to protect himself or another person against physical harm. The appropriate amount
of force justified has to do with the extent of force used to gain compliance in any one of the
three categories noted (Wittie, 2011; Pammiotto, 2016).
This presents the question: when do police officers abuse that power and use of force
become excessive? The definition of excessive force is ambiguous resulting in a lack of national
and state-wide statistics on police use of force or excessive force (Alpert & Smith, 1994; Frank,
Frank, J, & Liederbach, 2014). Regardless, a basis or some type of definition of excessive use of
force by police officers is necessary. One could use Judge Potter Stewart’s concept of trying to
define hard core pornography when he stated:
“As for what, exactly, constitutes hard-core pornography, I shall not today
attempt further to define the kinds of material I understand to be embraced within that
shorthand description, and perhaps I could never succeed in intelligibly doing so. But I
know it when I see it” (Camargo, 2012).
Excessive force can be difficult to define, vague, or subject to personal opinion. But the
National Academy of Sciences defined violence as an attempt to inflict physical harm onto
others. Police jargon may not have a specific definition of excessive use of force, this definition
embraces a conceptual understanding, or “rule of thumb” for a reasonable person to follow
(Frank et al, 2014). Police officers are trained to use a minimal amount of force to control a
citizen’s behavior in order to reduce their department's exposure to liability. A police officer
must use a minimal amount of force in order to ensure he is not charged criminally for using
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excessive force. Police officers are expected to use the necessary amount of force reasonably
expected to effectively bring an incident under control. The level of force used by a police
officer will be dependent on a variety of factors to include the police officer’s training and
experience, federal and state laws and regulations, the equipment and technologies available to
the police officer, the current tactical situation, and the actions of the defendant (Albert 2010,
Dwyer, 2010, Kramer 2011). The International Association of Chiefs of Police authored a
document titled “National Consensus Police and Discussion Paper on the Use of Force”
providing law enforcement officers with guidance on the use of less-than-lethal force. It
discusses the term “objectionably reasonable” and suggests the "reasonable man" standard in the
use of force. This is the criterion to determine if a police officer's actions were justifiable under a
given circumstances or simply put, what would a reasonable police officer do under the same or
similar circumstances? (Use of Force, 2017)
Excessive use of force is one issue creating tensions between police officers and the
civilians that they serve. Civilians file complaints against police officers for excessive use of
force or other forms of police misconduct. These grievances are investigated by external civilian
complaint review boards. The primary objective of investigating complaints against police
officers ensures transparency in the complaint process against police officers and holding police
officers accountable if they partake in misconduct. This will ensure a system of checks and
balances between the police and the community in which the police officer serves (Skolnick
&Fyfe, 1993; Hickman, 2006; Dunn, 2010).
In addition to the excessive use of force, other police behavior can be classified as an
abuse of power. Non-physical conduct which degrades a citizen status, allegations such as
unlawful arrest or detention, an illegal search or seizure, harassment and intimidation, misuse of
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authority, and improper language can be an abuse of power. Police abuse of power includes all
forms of citizens’ complaints against the police except physical abuse. Degrading behavior
towards a citizen that can be exacerbated by the fact that a police officer and citizen do not share
commonalities such as race or gender. Police have been accused of being insensitive or nonresponsive to a citizen’s needs (Leash, 2002). These incidents can lead to complaints against
specific police officers.
Excessive force can be difficult to define. The actual use of physical force is clear, either
it was used or it was not. Citizen complaints regarding police performance can be defined in a
variety of ways however, there is no agreed upon definition (Vargas-Hernández, 2009). One
reason for citizen complaints is confusion between expectations of the police and police actions
(Ivkovic, 2005). This lack of understanding, education, or simply ambiguity results in police and
citizen irreconcilable conflicts. While police have an obligation to enforce the rule of law, they
have extreme pressure to let common sense prevail and consider both media and political
considerations (Mawby, 2002; Chermak & Weiss, 2005; Shane 2008).
Non-physical police misconduct can be perceived by citizens as discourtesy including the
use of profanity or insensitive comments. A police officer who purposefully allows a fellow
police officer to bring harm to another person, usually in the form of excessive physical force,
without intervening, or a police officer who is not responsive to a citizen’s issues or concerns
may be viewed as not responsive to the needs of the community or its citizens (Seron, Pereira, &
Kovath, 2004). Many cases of non-physical police misconduct can be categorized as
unprofessional behavior by a police officer. Police professional conduct is the ethical behavior of
an officer based on the experience, education, and training that the officer possesses (Smith &
Klein, 1984; Seigfried, 1989, Burack, 2006).
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Police officers are expected to have positive interactions with members of the public.
Police officers remain civil, professional and avoid using offensive language such as profanity,
sexual innuendos, and racial or ethnic slurs. The use of profanity by police officers towards
citizens or in front of a citizen can result in a negative perception toward that police officer and
the police in general (Cox & White, 1988; Patton, Asken, Fremouw, and Bemis, 2017). Profanity
is one form of discourtesy that is detrimental to the perception of police. The use of racial slurs
or hate speech is a blatant act of misconduct (Brunson & Miller, 2006; Smith & Holmes 2012).
The National Association for the Advancement of Colored People (NAACP) and the Los
Angeles Police Department reported that racial slurs were commonplace in minority
communities (Patton, Asken, Fremouw, & Bemis 2017). These incidents reduce the ability of
communities composed of minorities and local police to work together and increase the rate of
complaints filed against police officers by members of the community.
A final aspect of police misconduct is the unwillingness of a police officer to intervene or
report misconduct when another police officer is involved. Regardless of the experience, ethical
standards, and amount of training that a police officer receives, a police officer will probably
witness some form of police misconduct throughout his professional career. This is due to the
unique nature of policing. A variety of pressures and temptations are placed upon a person and a
culture exists in policing that individuals are expected to live by (Porter & Prenzler, 2016). This
can be referred to as the “Blue Wall of Silence”, a culture in which loyalty is often prioritized
over integrity (Edwin 1990; O’Malley, 1997). This culture is no secret and often depicted on
television, movies and literature. Unfortunately, it has undermined respect for the rule of law,
creates an “unhealthy society”, and has been viewed as a source of contention between the police
and the public that it serves (Kleinig, 1996; Punch, 2000). The Mollen Commission reported that
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police perjury is one of the most common forms of police misconduct (Mollen, 1994). Police
misconduct may result in jury nullification, a phenomenon whereby a jury disregards the
evidence and refuses to apply the law to a given set of facts (Fissell, 2013). This disrespect for
the rule of law creates contention among the citizenry.

Regardless of the leadership or culture within a police organization, allegations of police
misconduct exist against police officers. It can be more prevalent in minority communities
between the police and the citizens they serve. To ensure transparency in a democratic society, a
trustworthy mechanism must be in place allowing citizens to file complaints against officers. The
ability and willingness of a police agency to accept complaints, examine allegations of abuse,
and aggressively root out police misconduct enables the respective agency to gain and sustain the
citizens' confidence. This enables police to work effectively with the community reducing crime
and serving the citizens.

Police recruiting, vetting, and training may help to reduce police misconduct.
Psychological exams taken before admission to a police academy, the length of academic
training, and field-training officer programs can reduce police misconduct thus resulting in less
citizen complaints concerning police misconduct. Some research has concluded that additional
police training or refresher training could be an effective countermeasure against police
misconduct (Alpert & Fridell, 1992).

Final thoughts on the literature review
A variety of items have been discussed in the literature review portion. The intent of the
research was to analyze the performance of police officers with military experience as compared
to police officers without military experience. This comparison determines if police officers with
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military experience are less apt to have civilian complaints, namely use of force and discourtesy
complaints filed against them. Few studies have explored the effect of prior military service on
police misconduct.
There is a popular belief that veterans make better police officers. Based on the
confidence in a veteran’s ability to perform the roles and responsibilities of a police officer, as
compared to their civilian counterparts, many police departments and the federal government
have taken proactive steps to recruit veterans into the ranks of police departments throughout the
nation. Interestingly, the police are not the only venue that has a high regard for veterans, the
public believes that the United States Military is the most trusted organization in the United
States as confirmed by Gallup's annual Confidence in Institutions poll in which the military
receive high scores (Saad, 2018).
Candidates with prior military experience receive preference in the form of substituting
experience for education. Additionally, candidates may gain extra points on a test due to their
veteran status. Stemming from the idea, they will make outstanding police officers due to
screening, vetting, and performing in a demanding culture under stressful situations. Conversely,
others contend that a veteran’s status is not an indicator of being a successful police officer and
studies have indicated that those involved in misconduct have military experience (Fyfe & Kane,
2006).
One primary concern with hiring military veterans is mental stability. Does this candidate
have any type of mental deficiencies that will preclude him, or limit his ability to perform as a
police officer? A common belief is every veteran who returns from a combat zone is altered for
life and has some form of PTSD. A variety of changes do occur as a result of PTSD and certain
issues that police recruiters, trainers, and administrators should be concerned with if they suspect
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a police candidate or returning veteran is suffering from some type of PTSD or mental anguish.
Mental problems or disorders may lead to impairment of the person’s ability to function in
society, including occupational instability, marital problems and family problems. If a police
recruit or returning veteran is experiencing these types of problems, it could have detrimental
results to the individual or the police department. Veterans who may be predisposed to PTSD
may show no outwards signs or symptoms. Many will successfully navigate police training and
may show no symptoms. The PTSD may never be noted unless that particular police officer
happens to have a “triggering event” when they are confronted by stress (Karney et al., 2008
(Karney, Ramchand, Osilla, Caldarone, & Burns 2008).
Many police officers who may be suffering or showing signs of PTSD are reluctant to
request mental help. Many fear they will be stigmatized by fellow police officers or other
military service members if they are still currently serving. Additionally, regardless of assurances
from employers many feel that self-reporting could be detrimental to their careers. These factors
often lead to an unwillingness to mental health treatment in those who need it most (Green &
Walker, 2008)
Veterans of the current era are unlike veterans of the past resulting in multiple stressful
deployments to combat zones outside of the United States. Stress and burnout are factors leading
to poor judgment and decision making. Stress and burnout can contribute to a poor job
performance, having catastrophic effects for police officers. Combat veterans differ when
compared to service members serving in a non-combat role. Researchers have designed a
combat exposure scale to help differentiate the experiences of combat veterans. The combat
exposure scale quantitatively measures and define the levels of combat to which combat veterans
were exposed.
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The focus of this research and literature review measures how military veterans interact
with the public and perform their functions as police officers. Considering these factors, the
research will endeavor to determine, through qualitative data obtained by interviews of police
supervisors, if veterans perform better than their civilian police officer counterparts. Are veterans
more or less likely to have civilian complaints filed against them for use of force and
unprofessional behavior than police officers without military experience?
The most notable inconsistencies that have been discussed in this literature review is the
fact that there are a lack of studies associated with the relationship between the military and the
police as it relates to job performance. Additionally there is insufficient data in the form of
scholarly research to help determine the effects of prior military performance and the ability of a
veteran who has transitioned to a law enforcement career to deal with stress as a police officer. In
many of the studies cited the data is old and is therefore not taking into account the current
generation of veterans who have served in Iraq and in Afghanistan. Much of the data is
applicable to the Vietnam era veterans. The important difference between these two groups of
veterans that one must consider are the prerequisites for entry into the military. Of particular note
is the fact that in previous generations’ military service was used in lieu of sending an individual
to prison. For example during World War II almost 3,000 inmates were released from prisons
right into military service (Mattick, 1960). This type of alternative to incarceration continued
throughout the Vietnam War. Judges, law enforcement officers, and school officials have worked
to assist wayward youth and adolescents into entry in the US Military (Dilloff, 1976). Today the
military is much more restrictive as to who can obtain entry into military service. The point of
the comparison between the two groups is to note that the data used in the past is outdated and
those who were in the military when this data was compiled and considered may not have had
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the same moral fiber and character as the modern generation of veterans. Thus, the data and
conclusion from previous studies may be outdated and therefore that is why it suggests that there
is evidence to propose that prior military experience is related to a greater number of citizen
complaints. It is therefore important to review the old data with some skepticism and consider
that other factors may be involved which would require new research to consider data in
relationship to a different breed of veteran, one who was held to a higher standard in order to
gain entrance into the US Military. Also, one must consider the fact that today’s generation of
veteran is made up of many police officers who simultaneously serve in the reserve forces of the
United States Military. These same police officers were activated in the post 9-11 conflicts and
deployed to combat zones. Upon completion of their military duty they returned back to the
United States and resumed their roles as police officers. These factors will require update
research due to several significant changes between the generations of veterans.
To account for these gaps this dissertation has developed a methodology through
qualitative data by targeting a specific audience to interview, namely two cohorts of police
supervisors, to seek their perceptions about the current generation of veterans who are serving as
police officers. Additionally, a separate group of veterans who serve as police officers in the
generation of the post 9-11 conflicts were surveyed anonymously through Survey Monkey to
ascertain how military service has affected their abilities to perform as police officers. The
qualitative data from both groups is important because it will reveal other factors that the
quantitative data did not capture in the past such as police activity and the willingness of a police
officer to get involved in situations which may lead to civilian complaints.
Theoretical Application
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This research applies the two criminological theories to understand police misconduct,
namely social learning theory (SLT) and general strain theory (GST). The theoretical designs
noted attempted to apply criminal justice theories to examine police behavior. The theories of
SLT and GST were applied in an effort to examine and explain police misconduct, and why this
conduct may lead to civilian complaints. This research will provide a variety of examples using
SLT and GST to explain police misconduct.
Unfortunately, force is ubiquitous in law enforcement (Alpert and Smith, 1994), and
police use of force is witnessed more than before due to the development and access to
technology and the proliferation of social media. This does not imply that police use of force
occurs more, but rather that society has the ability to witness more interactions between the
police and the citizenry. An increase in modern technology creates the ability to record police
encounters, and those that are violent and confrontational in nature are far more likely to be
reported through news media, thus generating public interest. Unlike many occupations, police
officers can use force as part of their daily duties. They receive training in various aspects of
force to include deadly physical force and physical force. Each duty day, they are armed and
prepared to encounter both physical and verbal assaults (Klinger, 2004).
Social Learning Theory: The Main Theoretical Assumptions
Social learning theory (SLT) explains a learning process associated with both compliant
and deviant behavior. The theory was formulated by Albert Bandura, a psychologist, who has
been credited for contributions to the field of education and psychology. According to Bandura,
imitation involves the actual reproduction of observed motor activities (Bandura 1977). SLT has
a foundation in the traditional method of learning and development. SLT encompasses attention,
memory, and motivation (Muro & Jeffrey 2008). Bandura believed in many aspects of learning.
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In addition to attention, memory, motivation, and direct reinforcement, one would also need a
social element to develop. This establishes a human dimension to learning. Under Bandura’s
concept, SLT demonstrated how an individual grows and develops socially in conjunction with
their cognitive development. These facets will help to shape and develop a person and, in
essence, define and dictate how they interact in the community (Rosenthal & Zimmerman,
2012). Bandura theorized that in order to absorb new information, the individual would learn by
simply watching and mimicking other people. The SLT describes the learning process that an
individual goes through to understand, learn, and apply socially acceptable behavior. The SLT
can also be attributed to learning about criminal or deviant behavior. According to the elements
of this theory, there are three general principles for learning from each other, namely
observation, imitation, and modeling (Nabavi, 2012). When one learns about a behavior, the
person is actually copying the actions of another person, or simply modeling. Modeling
transpires when an individual observes a person in action and then tries to duplicate the behavior
of that individual. It is simply a form of imitation of the observed. The same can be said for
criminal or deviant behavior, which is also a learned behavior according to this theory. When an
individual is presented with deviant behavior or criminal actions, that person may choose to
imitate the nefarious activity and thus attempt to model that same conduct. The key item to
consider in SLT is that the same education process can result in both conforming and criminal
behavior.
Ronald Akers developed SLT to expand upon Sutherland’s differential association theory
(Akers 1998, 2000). The basic concept behind SLT is that an individual uses the same learning
process in both conforming and deviant behavior. He theorized that people develop the skills to
commit crime based upon human interactions. Individuals develop and learn new behaviors,
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values, and attitudes by direct exposure to role models. Role models demonstrate behavior
reinforcing a normal or deviant life through either positive or negative stimuli. Dr. Akers
suggests four components of social learning theory: (a) differential association, (b) definition, (c)
imitation, and (d) differential reinforcement. Dr. Akers four processes will be discussed under
the heading “Understanding social learning theory as it relates to police misconduct” (Akers,
1998).
The learning process can produce individuals that act in accordance with an
organization’s values and those who do not. To act within an organization’s values, one must
learn, or be educated on the organization’s mission, routines, and how the members of the
organization are expected to perform and act. A main assumption behind the SLT is that the
learning processes can produce both conforming and deviant behavior (Akers, 1998).
Conceivably, individuals conforming to the values and beliefs of the organization will have a
successful career and rise through the ranks of their organization. Those who do not accept the
organization’s values may follow a different direction and could become involved in misconduct
leading to difficulties throughout an individual’s career. SLT offers an explanation for learning
to commit deviant acts and becoming involved in misconduct. Conceptually, a person will
become more involved in criminal behavior if he associates with others who participate in such
behavior (Akers, 2009).
Understanding social learning theory as its relates to police misconduct
SLT can help explain how and why a police officer, who was vetted and received the
correct training through a police academy, could depart from the norms of the police
organization. How does a police officer deviate from training and perform below the standard
expected and why? What causes a police officer to digress from the basic police fundamentals
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and create situations in which the public files civilian complaints against that police officer?
When criminal behavior is substituted for police misconduct, the theory can offer an explanation
for police misconduct. Police officers in the United States receive training in accordance with
approved standards that perpetuate a democratic policing model. As part of this model, a police
candidate learns respect, courtesy, how to treat civilians and how to use the necessary amount of
force. In order to change those concepts or fundamentals, police officers would receive a
different set of values and adverse training from a different role model or group that he or she
may socialize with. This training happens from interactions in small trusted groups. The new
instruction includes a different rationale towards policing than provided by police instructors and
various techniques displayed with greater frequency over an extended period of time. The police
officer adapts the belief and values systems of his new “training officer” accepting a different
method to conduct policing (Chappell & Piquero 2004; Matsueda, 2006).
This deviant behavior, or misconduct, could originate out of a police subculture that
adapts its own value system through a shared behavior that differs from that which was taught
and learned. Buttram and Dukerich (2001) termed this as collective corruption, which is an act
requiring cooperation among two or more individuals. Police misconduct would be allowed to
normalize if certain conditions are present. First, the conduct becomes normal, institutionalized
and viewed as routine, varying from drinking on duty to cursing at individuals. Once seen as
normal, it would be hard to break the trend. When acts of misconduct are routine, participants
consider deviant acts as legitimate creating a socialization or a learning process. The new
members learn the process and are indoctrinated into the subculture which continues to expand.
Police officers are exposed to immense peer pressure and control, and eventually succumb to the
misconduct (Kappeler, Sluder, Alpert 2001; Ashforth & Anand, 2003).
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There is research that attempts to explain police corruption using the SLT (Chappell and
Piquero, 2004). When one applies the theory in an attempt to explain police misconduct, there is
ample evidence to indicate that some law enforcement officers may not partake, or even agree
with specific misconduct or the actions of fellow police officers, however, they feel an obligation
to remain silent and go along with the behavior. In many instances they will not report to
superiors out of fear of not being accepted by their fellow officers or becoming the target for
some form of retaliation (Chappell & Piquero, 2004). There is the belief that some police officers
engage in certain activities to be accepted and remain in good standing with their fellow police
officers (Herbert, 1998).
Throughout experiences and interaction with more experienced officers, less experienced
police officers gain their own operational style. The early portion of a police officer’s career can
be highly formative about police subculture and organizational norms, values, and expectations.
The inexperience of junior police officers coupled with their zeal to impress seasoned police
officers may result in a police officer overreacting and thus leading to misconduct and problem
behaviors (Harris, 2014). Lastly, one may feel a sense of isolation as a police officer, particularly
the newly appointed police officers. Based on these feelings the social isolation will grow and
new police officers will slowly drift away from old friends and acquaintances and spend more
time with other like-minded police officers. This often occurs during work hours, and then
transcends socially. Based on this dynamic, it is important for a police officer to get along with
their peers and feel accepted by the peer group (Kappeler, Sluder, and Alpert 2005).
Police misconduct leading to civilian complaints is a problem many police departments
encounter. Social learning plays a pivotal role in an officer’s career development. For young
candidates who desire to become police officers, it is important that they remain open-minded
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and do not enter the law enforcement profession with a predisposition about the nature of the
work or the people that they will encounter. A potential candidate should demonstrate values
which will help him to succeed in his capacity as a police officer. Additionally he should possess
a desire to help fellow citizens along with a sense of selflessness which will enable a police
officer to better serve the community.
SLT suggests that behavior is primarily learned through a process of positive or negative
reinforcement. It is shaped by the consequences that follow it. The social portion of the theory is
based on the premise that learning occurs from individual interactions and those respected and
admired. The learning process is based on the belief that the behavior, both positive and
negative, is learned through this direct process of witnesses and modeling one’s own behavior
after what one has observed and learned (Bandura, 1977). Many believe that police officers
learn corrupt behavior through the observations and reinforcements that is learned from the
subculture of the (corrupt) police officers that they associate with (Chappell and Piquero, 2004).
Police organizations have their own methods of doing things. This is because law
enforcement officers work in a different type of environment and have a unique mission. This
creates a different mindset and a unique occupational culture (Manning, 1995). Unfortunately,
the same organizational culture that produces extraordinary heroism and service to the
community can simultaneously allow for misconduct by members of the department (Armacost,
2003). Many forms of police misconduct occur, including drinking on the job, drug use,
excessive force, insubordination, lack of responding to calls, verbal abuse of the public, sexual
harassment, or abuse of fellow officers or the public, and accepting gratuities (Stinson,
Liederbach, Brewer, Mathna, 2015; Miller, 2004).
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For a police officer’s involvement in misconduct, he must learn this deviant behavior.
The police subculture provides an opportunity to learn deviant activity because attitudes, values,
and beliefs are transmitted from one generation to another in a learning process (Chappell &
Piquero, 2004). Akers developed social learning theory as an extension of Sutherland’s
differential association theory to explain acts that violate social norms (Akers 1998, 2000). As
Akers continued to research and develop the concept of SLT, he focused on the process by which
deviant behavior is learned through association with others. Differential association theory can
be understood as comprising two important concepts. The first notion is that a person will learn
based upon direct association and interaction with others. Under this concept the first group of
individuals, or primary group, may include parents, siblings, or close friends. As it applies to the
police, the subculture is the primary peer group in which officers learn definitions through fellow
police officers and supervisors that a police officer interacts with and trusts. The second premise
is a concept that Akers deemed “indirect association”. These were individuals that were more
distant in the relationship with the person, however, they still had an influence on the individual
who was trying to identify with and imitate the actions of the individual or group. Individuals
that make up this groups may include teachers, coaches, or associates. For police officers
involved in deviant behavior these may be peers, immediate supervisors such as Sergeants or
Lieutenants, or even retired police officers that the active police officer is associated with. In
theory, these individuals or groups act as role models and depending on the type of behavior that
the role model exhibits it is likely that the individual will mimic that behavior (Akers & Sellers,
2004).

The people, or groups with whom a person interacts, either directly or indirectly, are seen
as influential and provide the foundation through which an individual learns various behavioral
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patterns, both positive and negative. Within a social context, a person is exposed to varying
degrees of acceptable and unacceptable behaviors carried out by those who are close to him and
those who may not be as close but are, nevertheless, influential in his life. Additional important
considerations include timing, length, frequency and nature of the contact, which are likely to
determine one’s behavior, both positive and negative. These considerations are tantamount to
reinforcement. The police subculture reinforces deviant behavior by reducing the previous
training and beliefs and substituting them with a new set of values and definitions that are
substantially different from what was originally learned and depart from acceptable behavior.
This occurs because the subculture shared a value system that allows them to rationalize, excuse,
and justify deviance (Kappeler, Sluder, & Alpert, 1998).

As noted, SLT contains four key concepts: differential reinforcement, imitation,
definitions, and differential association (Akers & Sellers, 2004). These four variables are the
attitudes that a police officer may adapt resulting in an officer becoming involved in police
misconduct. (Akers, 2011).

Differential association is premised on the concept that the mentor who a lower-ranking or a
junior police officer may associate with is likely to influence the officer’s behavior. Additional
considerations include frequency of interaction with primary role models or the secondary
associations that may influence the junior or lower ranking police officer (Chappell & Piquero,
2004).

Definitions are unique to the police organizational culture, and can be and correlate with positive
or negative behaviors, actions, and consequences. Often behavior exists that is unique to an
organization, and the police culture has its own jargon. Jargon for police misconduct exists in
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addition to the definition, there would have to be a methodology which the definition of
misconduct was actually observed, potentially taught, and then learned by the individual
(Chappell & Piquero, 2004).
Imitation is the process by which an officer models a given behavior. If he chooses a positive
role model, he will more than likely succeed. If he selects a role model making wrong choices,
he will more likely become involved in police misconduct. Police officers conduct themselves in
a certain way in order to maintain a good working relationship with their fellow police officers
(Consor, 1980).
Differential reinforcement occurs when behavior and actions by police officers who are trusted
by a fellow officer are either positively or negatively reinforced by rewards or punishment. If a
lower-ranking or junior officer witnesses police misconduct and believes that those who
committed it receive some form of benefit without the potential chance of getting caught and
receiving negative sanctions then there is more of a likelihood that the police officer would adopt
that behavior (Chappell & Piquero, 2004).

General Strain Theory (GST)
There is a belief that stressful events or strain could contribute to criminal activity. GST
can be used to explain the link between the stress a police officer encounters and how he reacts
to it (Agnew 1992). Strain may be defined as an individual not being treated the way he believes
he should be treated in interactions with others (Agnew, 1992). There are both objective and
subjective strains. Objective strains refer to events or conditions that are disliked by most
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members of a given group while subjective strains are disliked by a particular individual
(Agnew, 2001). Objective strains may be stereotypes. A subjective strain may be a “pet peeve”
that is disliked by an individual. Duration and frequency of strain can influence the level of strain
that an individual is subjected to and following reaction.
According to GST, there are three types of strains (1) the failure to achieve positively
valued goals, (2) the withdrawal of positively valued stimuli, and (3) the presentation of negative
stimuli (Broidy & Agnew, 1997). The first type refers to a strain felt by an individual if he does
not achieve success. This may result in an individual acting in a deviant or criminal manner in
order to cope with the strain. The second strain, which may refer to the loss, or potential loss, of
incentives in one’s life, such as loved ones, friends, finances or material objects valued by the
individual, may create strain resulting in emotions affiliated such as resentment and jealousy
(Agnew, Brezina, Wright & Cullen, 2002). The last strain is the presentation of negative stimuli.
For police officers, negative stimuli may be part of a daily occurrence depending on the
assignment varying from human suffering in the form of violent crime, alcohol or drug abuse,
and the challenge of a lower socioeconomic class (Bishopp & Boots, 2014). Additionally, it
could mean that police officers have challenges with fellow police officers or supervisors within
the organization (Broidy & Agnew, 1997).
Strains may cause an individual to feel anger, frustration, depression, anxiety and various
other emotional impacts generating negative responses from an individual (Agnew 1992). Most
notably, GST may produce negative emotions that lead to a coping strategy resulting in deviant
behavior. People who experience this type of deviant behavior may be inclined to seek or have a
desire for revenge (Jang & Johnson 2003). In a study that reviewed stress in the police
occupation, it was noted that police officers who reported higher levels of job-related stress also
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reported a greater number of deviant responses to stress. Anger and frustration were seen as key
negative emotions associated with police officers who indicated that they were exposed to higher
levels of stress (Arter, 2007). An individual adopts coping strategies to manage the unpleasant
emotions caused by strain. Coping strategies enable one to minimize or eliminate the experience
of strain. Violent behavior may be one of the ways an individual may respond to stressful
circumstances.
Understanding General Strain Theory as its relates to police misconduct
Some contend that police officers face a great amount of stress. This stress creates a
heightened sense of awareness in regards to perceived threats. Based on their occupation as
police officers and the amount of threats encountered, a police officer may respond to threats
more aggressively than the average citizen (Griffin and Bernard, 2003). When civilians consider
possible stressors of police officers, they only assume stress encountered during official duties as
a police officer. Research suggests that there are three other stressors often encountered by police
officers: (1) stressors external to the police agency, (2) stressors from inside the police agency,
(3) personal stressors confronting the individual officer (Swatt, Gibson & Piquero, 2007).
Individuals cope with strain through three different strategies can be used to reduce it:
cognitive, behavioral, and emotional. Cognitive coping strategies can best be defined as methods
or behavioral responses that individuals use to manage or tolerate stress. Behavioral coping
strategies refer to methods that an individual can choose in an effort to reduce or eliminate the
stressors that are present and causing discomfort. Lastly, emotional coping strategies are
intended to alleviate or at least reduce the negative emotions that result from strain (Agnew,
1992). These coping strategies are important for managing stress, in particular among police
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officers. General strain theory contends that when stress produces anger, crime or abuse by
police officers may occur (Lily, Cullen & Ball, 2007).
Police officers may lack the ability to address the sources of their job-related stress. The
inability of a police officer to deal with stress simply transfers this job-related stress elsewhere.
Police officers may experience animosity or negative feelings. If those negative feelings remain
and are not mediated, there is a greater likelihood that a police officer’s decision-making process
may be affected and poor decisions can be made (Anshel, 2000).
Research was conducted to measure the relationship between GST and organizational
stress and police deviance. The research supported that anger played in part a small role in
significant relationships between the three strains and misconduct. More importantly, when
strain occurs, a police officer may react in the form of yelling, cursing, and the potential of
unnecessary force due primarily to anger (Bishopp, Worrall & Piquero, 2016). The inability of a
police officer to resolve and deal with strains may result in the transfer of their aggression to a
target or targets, most often a citizen, within their immediate environment. A police officer’s
strain produces negative emotions resulting in deviant behavior, or the transfer of aggression
onto citizens. GST explains why a police officer may use excessive force or have negative
dealings with the members of the public (Arter, 2007).
Social Learning Theory and General Strain Theory as they relate to the Research
Questions and Hypotheses
Police behavior in the form of physical force or abusive behavior must be considered,

discussed, and researched. If police misconduct is not reduced then police administrators and
police officers will continue to encounter continued scrutiny by the media, the public, and
elected officials. Police officers remain under increased pressure to perform a difficult job under
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constant scrutiny. The police profession will continue to experience various levels of
organizational pressure from supervisors, thus contributing to developing an organizational
culture that includes stress among police officers (Bishop et al., 2016). Zhang (2005) proposed
that stress may actually lead to suicide as a solution to psychological suffering brought about by
situations to include individuals who feel alienated from society or isolated from the
environment.

As noted there are three stressors often encountered by police officers namely, those
stressors external to the police agency, stressors from inside the police agency and personal
stressors confronting the individual officer. The issue with regard to this research, in particular
civilian complaints for use of force and unprofessional behavior, is how a police officer channels
the stress so as not to become involved in abusing his power. There were two research questions
in particular that related to GST.

Below is Research Question 3:
Do police supervisors believe that police officers with military experience are less likely
to have civilian complaints filed against them for use of force due to their level of
training, experience, and maturity than police officers who do not have military
experience?
Below is Research Question 5:
Do police supervisors believe that police officers with military experience are better able
to resolve stressful situations than those police officers who do not have military
experience?
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The researcher theorized that those police officers with military experience would be less
susceptible than their civilian counterparts to accumulate civilian complaints based on their
military training and discipline. This is based on the assumption that military veterans have
completed a rigorous training academy and received training on dealing with stress and rules of
engagement in preparation for wartime scenarios. Police officers with military experience have
trained on various aspects of the law of war. Additionally, based on the fact that they have
complete an arduous basic training course that is both demanding and stressful they would have
developed various characteristics to overcome adversity and deal with both traumatic events and
taxing individuals. One of the attributes that will be developed in military recruits is known as
hardiness. Hardness is a distinguishing feature of a person’s attitude and skills which will enable
that individual to have the necessary courage and strategies to turn stressful circumstances from
potential disasters into situation which may be resolved. As such, hardiness is particularly
relevant to military service and the ability of one to gain the knowledge and coping abilities to
deal with stressful settings (Maddi, 2007). The education and experience of military veterans as
compared to their civilian counterparts who become police officers should allow them to deal
with stressful situations and contemplate their actions and the ramification if wrong decisions are
made. Based on their training and experience the researcher believed that many would not
imitate deviant or nefarious behavior as exhibited by other police officers.

In addition to developing certain characteristics that will enable military recruits to deal
with stress the socialization into a different culture will also serve to provide certain values that
build character and will enable a recruit to adhere to organizational values. Socialization within
the military indoctrinates individuals into a vastly different culture, one that is premised on the
greater good of the larger organization rather than the individual. To accomplish this training
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program each branch of the United States Military has its own values system and during basic
training and throughout an individual’s career, the person if often reminded of the core values
and what the expectation are in relationship to those values. The goal of this training and
adherence to the values system is to shape behavior and actual occupational performance.
Studies have found that military socialization, in particular at the United States Military
Academy, helps to shapes a person attitude, identity and values (Franke, 1999). Once again the
researcher acted under the belief that those police officers with military experience would not
simply imitate deviant or nefarious behavior as exhibited by other police officers due to the
values that they have learned in the US Armed Forces.

Each of the eight research questions and three hypotheses that were formulated for this
dissertation attempts to test for variances in behavior between a police officer with military
experience and a police officers without military experience. When one considers both SLT and
GLT as these relate to the several of the research questions, and two of the hypotheses, one must
consider that those police officers with military experience really have two sets of learned
behavior from a formal training institution and two cultures from which to choose from. Those
police officers with military experience were previously trained and educated through some form
of military basic training, and similarly to police officers, were in a profession that many fellow
Americans do not experience and fully understand. Therefore some prior military personnel may
have previously experienced the feeling of social isolation and a feeling of not fitting in with
fellow citizens. Regardless, on occasion, those military and police experiences and cultures may
come into conflict with one another. The question that one should consider is how do these two
theories relate or try to explain the proposed research questions and hypotheses?
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The basic premise that this dissertation attempts to explore is as follows: are police
officers with military experience less likely to receive civilian complaints filed against them for
use of force and for unprofessional behavior when compared to police officers who do not have
military experience. These questions can be examined from the perspective of both research
theories. When one considers the GST, the theory proposes that people are at an increased risk of
antisocial conduct if they have previously been exposed to trauma (Agnew & White, 1992;
Maschi, Bradley & Morgen, 2008). Both civilian police officers and those with military
experience, in particular those that have been deployed and served in combat zones, have more
than likely experienced some form of increased levels of stress and trauma. The objective to
examine is how police officers with military experience and those police officers without
military experience incorporate emotional coping strategies which are intended to alleviate or at
least reduce the negative emotions that result from strain. There must be some mechanism that
these individuals adopt so as not to display this strain in the form of anger. The failure to
integrate this coping mechanism will result in continued confrontation with the civilian
population and thus lead to increase civilian complaints.
Research questions one and two will present an interesting dilemma for police officers
with military experience in that they have received training from two organizations with two
different cultures. Under the concept of SLT, the police officer may experience a clash of
education and culture, and thus be forced to choose one. Based on the researcher’s belief, two
hypotheses were developed to support the contention that those police officers with military
experience would be better served by the positive reinforcement received at both institutions.
Based on the education, experience, and positive role models, which are the premise for many of
the research questions, the researcher believed that police officers with military experience
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would be less likely to receive civilian complaints, when considering both physical force and
unprofessional behavior collectively, than those officers who do not have military experience.
Additionally, the proper training and reinforcement by positive role models led the researcher to
believe that police supervisors would subjectively believe and report that having police officers
with military experience is beneficial to their departments.
Once again, based on the training, education, and experience of an average police officer,
the research will apply the lens of SLT and GST theories to examine a police officer’s
interpersonal skills and ability to interact with the civilian population. The researcher believes
that these interpersonal skills would lead police supervisors to report that police officers with
military experience are better able to resolve stressful situations than those who lack this
experience. Discussions surrounding both SLT and GST should be considered in terms of how
they relate to each of the theories, seven out of the eight research questions, and two of the three
hypotheses.
CHAPTER III
METHODOLOGY
Introduction:
This dissertation compared police officers with military experience to police officers
without military experience. The data was collected, reviewed, and then examined to quantify the
use of force and unprofessional behavior as measured by civilian complaints. It should be noted,
that the use of force and unprofessional behavior were combined and measured collectively as
one. The most serious complaints lodged against police officers are those of excessive force and
unprofessional behavior.
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Physical force is defined as any physical act a citizen was subjected to by a police officer.
Unprofessional behavior is often subjective however, for purposes of this research it is defined as
verbal harassment or any form of noxious or antisocial behaviors on the part of a police officer
when dealing with a civilian. The study involved the collection of secondary quantitative data
collected via available information from three police department’s databases. The quantitative
data requested included the number of complaints filed against police officers from the three
police agencies between the periods of 2014 – 2016. The complaints filed included accusations
concerning both physical and nonphysical complaints from the public. Physical complaints are
the use of force and the non-physical accusations are verbal harassment or any form of noxious/
antisocial behaviors. Each police agency provided a list of all civilian complaints filed against
police officers within their respective agencies for the years 2014-2016. The police agency then
provided a list of all police officers who had previous military experience. The researcher then
took the total number of police officers on the force and subtracted the total number of police
officers with military experience to differentiate between the two groups. This allowed for the
data to be organized between those police officers who had military experience and those police
officers who lacked previous military experience. Various theories regarding police behavior
indicate that certain variables such as age, race, education level, years of service and sex are
important correlates in studies of police misconduct (Hassell, & Archbold, 2010). For the
purposes of this research, the quantitative variables considered are prior military service or no
prior military service.
The qualitative data was collected from two sources; anonymous surveys via Survey
Monkey and direct interviews. The anonymous surveys were conducted online delivering a
series of questions to a cohort of police officers identified as having military experience. The
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answers were short in duration and ascertained what, if any effect military service has had on the
person’s ability to conduct police duties. There were three variables involved in this portion of
the research: military service, combat deployments, and exposure to actual combat.
The qualitative analysis involved structured interviews with police supervisors. Some
supervisors had personal military experience including combat deployment experience. The
answers from police supervisors expanded beyond a simple yes or no response. Although
subjective in nature, the supervisors were able to quantify an officer’s emotional being and the
officer’s ability to perform while considering each of the three variables. As part of this
qualitative analysis, the same type of interviews were performed with police supervisors without
personal military experience or combat deployment experience but they had experience with
recruiting, training, or supervising those police officers who had military experience. This
qualitative data will enable the researcher to gain insight as to a police officer’s performance as
perceived by the supervisor. The perceived performance is beyond the quantitative data of
civilian complaints and may take into account the total police performance to include police
activity and responsiveness to calls for police assistance.
Research Questions and Hypotheses
The research is premised on the belief that law enforcement officers with military
experience are better prepared for their profession and job duties and as a result will outperform
their civilian counterparts in various aspects of policing as measured by their supervisors. Eight
research questions and three hypotheses were contemplated to examine the data. It is noted that
qualitative research is subjective in its approach as it seeks to understand human behavior and
interactions. Based on that premise, each of these research questions posed to the supervisors are
their own perceptions and beliefs.
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Research Questions
The research questions for this dissertation proposal are as follows:
RQ 1: Are police officers with military experience less likely to receive civilian complaints filed
against them for use of force than police officers who do not have military experience?

RQ 2: Are police officers with military experience less likely to receive civilian complaints filed
against them for unprofessional behavior than police officers who do not have military
experience?

RQ 3: Do police supervisors believe that police officers with military experience are less likely
to have civilian complaints filed against them for use of force due to their level of training,
experience, and maturity than police officers who do not have military experience?

RQ 4: Do police supervisors believe that police officers who have combat experience (Faced
enemy fire or engaged the enemy) are more likely to have civilian complaints for use of force
than police officers who do not have combat exposure?

RQ 5: Do police supervisors believe that police officers with military experience are better able
to resolve stressful situations than those police officers who do not have military experience?
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RQ 6: Do police supervisors believe that police officers with combat deployments are more
likely to have disciplinary problems, as per their supervisors, than police officers who have no
combat exposure or military experience?

RQ 7: Do police supervisors believe that police officers with military experience have better
interpersonal skills when dealing with the public, other police officers, and police supervisors
than those police officers who do not have military experience?

RQ 8: Do police supervisors believe that police officers with military experience perform their
duties as a police officer more competently when compared to police officers that do not have
military experiences?

Hypotheses
The hypotheses for this dissertation proposal are as follows:
H1: Police officers with military experience are less likely to receive civilian complaints, when
considering both physical force and unprofessional behavior collectively, than those officers who
do not have military experience.
H2: From a supervisor’s perspective, those police officers with combat deployments are more
difficult to manage than those police officers who do not have military experience or those police
officers with military experience and no combat exposure.
H3: Police supervisors will report that having police officers with military experience is
beneficial to their respective departments.
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Research Design
This dissertation used a mixed-methods approach to determine whether police officers
who have military experience are more or less likely to have civilian complaints filed against
them than police officers without military experience.
The analyses presented in this research only included civilian complaints filed against
police officers and thus the sample is restricted only to those police officers who have civilian
complaints filed against them. The civilian complaints will serve as the parameter in this study.
The quantitative data used comes from three police departments in the state of Florida; the
Orlando Police Department, the Jacksonville Sheriff’s Office, and the Broward County Sheriff’s
Office.

Data Sources
The predominant reason that Florida was selected is due to the Sunshine Laws.
Throughout the history of Florida's open government, the courts have consistently supported the
public's right of access to governmental meetings and records. As a result, Florida’s open
government laws have been described as “among the broadest and most all-encompassing of
their kind in the entire nation” (Chance & Locke, 2007). Sunshine Laws are a series of laws
designed to guarantee that the public has access to the public records of governmental bodies in
Florida. Throughout the history of Florida's open government, its courts have consistently
supported the public's right of access to governmental meetings and records. As a result, Florida
has some of the most open data on policing in the nation.
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Florida's Government in the Sunshine Law, provides a right of access to governmental
proceedings of public boards or commissions at both the state and local levels. Since the late
1800s, Florida has had a public policy that records or documents actions by public officials in the
discharge of their official duties while in public office. The law is equally applicable to elected
and appointed boards, and applies to any gathering of two or more members of the same board to
discuss some matter which will foreseeably come before that board for action. Those who are
elected to such boards or commissions are also subject to the Sunshine Law, even though they
have not yet taken office. There are three basic requirements of this legislation: (1) meetings of
public boards or commissions must be open to the public; (2) reasonable notice of such meetings
must be given; and (3) minutes of the meetings must be taken and promptly recorded (Sunshine
Manual, 2018). In 1968 this legislation was guaranteed by Florida statute which thus provided
the following:
Every person has the right to inspect or copy any public record made or received
in connection with the official business of any public body, officer, or employee of the
state, or persons acting on their behalf, except with respect to records exempted
pursuant to this section or specifically made confidential by this constitution.
This section specifically includes the legislative, executive and judicial branches of
government (Demeo & Deweil, 2018).
The quantitative portion of the research focused strictly on the data provided by three
police departments in the state of Florida; namely the Orlando Police Department, the
Jacksonville Sheriff’s Office, and the Broward County Sheriff’s Office. The Orlando Police
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Department is comprised of 701 dedicated sworn personnel, the Broward County Sheriff’s
Office has approximately 1,391 certified deputies, and the Jacksonville Sheriff’s Office has
1,701 certified police officers.
The qualitative portion of the dissertation used Survey Monkey to query police officers
who are military veterans. The survey measured their responses to questions concerning their
status as veterans to determine what if any effect their military service and exposure to combat
has had on their ability to serve as a police officer and interact with civilians.
Lastly, research was comprised of qualitative data in the form of personal interviews and
telephonic interviews with police supervisors. Some supervisors have personal military
experience including some with combat deployment experience. As part of this qualitative
analysis, the research included the same type of interviews with police supervisors without
personal military experience or combat deployment experience however, they had experience
with recruiting, training, or supervising those police officers who have military experience. This
qualitative data enabled the researcher to gain insight beyond the quantitative data of civilian
complaints as to the use of force and complaints concerning unprofessional behavior or
inappropriate behavior filed against police officers with and without military experience.

Conceptualization of Variables

This portion of the dissertation is concerned with identifying each of the variables used
for the research. Although the discussion of how each of those variables will be measured is
discussed in various other locations throughout the dissertation this section will provide a
systematic definition/conceptualization of each of the variables used in this study.
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In order to carry out the measurement of data one must consider variables. Variables are
features or qualities that change, that is, characteristics that vary from one person to person
(Remler, & Van Ryzin, 2010). In order to ensure that a person is aware of what the variable is
and what the research is actually trying to measure one must first conceptualize the variable.
Conceptualization gives definite meaning to a notion by defining and agreeing on the definition
of a concept. After conceptualizing the variable it is important that it then be operationalized.
The process of operationalizing a variable will allow for it to be defined into something that can
be measured and thus the vagueness is removed (Morgan, 2015). Lastly, the researcher will
introduce indicators which are survey or interview questions that are used to measure the
variables which have been previously defined and outlined.
The initial data that was collected for this research was a collection of secondary
quantitative data collected via available information from the databases of three police
departments. The quantitative data requested from these three police agencies included the
number of complaints filed against police officers between the periods of 2014 – 2016. The
complaints filed included accusations concerning both physical and nonphysical force against the
public. The data obtained from the three police agencies did not provide information regarding
the police officer’s military service meaning deployments or combat service. Therefore, for the
purposes of this research, the quantitative variables considered are prior military service or no
prior military service. The numbers were then obtained from the data provided by each of the
three agencies and the numbers were simply tallied. Thus the measurement is about the numbers,
objective hard data. Thus, there are two types of variables used in the analyses of this research:
the frequency of complaints against police officers, the type/nature of complaints filed against
police officers.
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There were two other methods used to obtain qualitative data. The initial portion of the
qualitative data collection consisted of an interview with twenty police supervisors. The twenty
police supervisors were divided into two cohorts. Each of the cohorts were selected because they
met certain criteria, namely their professional experiences. In the initial cohort the experiences
consisted of police supervisors who previously held the position of a field grade officer or senior
non-commissioned officer in the United States Military and had combat deployment experience.
The second cohort consisted of police supervisors without military experience, however; they
had experience with recruiting, training, or supervising those police officers with military
experience. Each of these individuals were interviewed with the same set of questions and also
asked to complete a questionnaire on how they would rate police officers with military
experience as compared to police officers without military experience.
To measure the subjective responses the researcher had to take copious notes and list the
constructs that were provided to the researcher. Constructs are intangible, abstract attributes such
as, intelligence, performance, ability to get along with others, or appearance to just name a few.
This makes constructs more difficult to measure. The qualitative research used for these purposes
produced data that was not arrived at by means of statistical procedures and therefore it could not
be quantified with numbers. In an effort to quantify the data obtained from the interviews the
police supervisors were provide a questionnaire on how they would rate police officers with
military experience as compared to police officers without military experience. This information
was able to be quantified based on a tally that was compiled to compare the two groups. Thus,
this portion allowed for objective hard data.
The last segment of data obtained for this dissertation consisted of information received
from an on line survey system. The research ascertained primary data and information pertaining
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to the effects of military experience and the effects of combat deployments on police officers.
The researcher established contacts with the top leadership echelon of American Legion Post
#0460. American Legion Post #0460 is comprised of members of law enforcement with the
overwhelming majority of members from the New York City Police Department who have
military experience. Members who agreed to participate in the survey were asked to go on line
and complete several questions to include sort answers. Survey Monkey was used for data
collection to obtain both quantitative and qualitative data from the 399 members of American
Legion Post #0460. Ninety members from American Legion Post #0460 responded.
With regard to the responses the researcher used the data to provide both quantitate
analysis and qualitative analysis. The control variables in the anonymous survey monkey
questionnaire and the interview questions for senior police / military supervisor personnel
consisted of the following: a) gender, (b) age, (c) educational level, (d) type of agency, (e) law
enforcement experience, (f) rank in department, (g) main police function or duty assignment, and
(h) first-line supervisor status. During the discussion the researcher was able to provide
quantitative analysis to give the reader some background as to the police officers who responded
to the survey. The short answers provided qualitative data that the researcher could not quantify
however, it allowed for certain themes to be captured and certain individuals who responded
agreed overwhelmingly with each other. For example, the following question was posed, “while
on patrol in a civilian environment do you feel your military experience has been an advantage or
disadvantage in your capacity as a police officer?” These responses answered why being in the
military has proved to be advantageous and there were recurring concepts that could not be
quantified however, one could ascertain the importance of these concepts through the qualitative
data provided. While concepts are subjective impressions which may differ in terms of
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understanding from one person to another person the short answers provided by a majority of
respondents left no doubt as to the feeling of many.
The overall purpose of data collection for this dissertation aimed to measure 1) police
restraint, 2) respectful and professional interaction with the public, and 3) use of force by police
officers who had military experience as compared to police officers who did not have military
experience. To focus the overall data collection and formulate the correct quantitative data
collection and proper interview questions the researcher proposed the eight research questions
with measurable variables.
The research questions for this dissertation proposal are as follows:
RQ 1: Are police officers with military experience less likely to receive civilian complaints filed
against them for use of force than police officers who do not have military experience?
RQ 2: Are police officers with military experience less likely to receive civilian complaints filed
against them for unprofessional behavior than police officers who do not have military
experience?
With regard to research questions one and two, the variables that will be measured are
physical force and unprofessional behavior. This data for each question will be measured
quantifiably by number of complaints filed against police officers between the periods 2014 –
2016 from the aforementioned police agencies in the state of Florida.
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RQ 3: Do police supervisors believe that police officers with military experience are less likely
to have civilian complaints filed against them for use of force due to their level of training,
experience, and maturity than police officers who do not have military experience?
With regard to research question three the variables that will be measured are use of
force, training, experience, and maturity for those police officers with military experience when
compared to police officers who do not have military experience. This data will be measured by
the subjective response of twenty police supervisors. There is no way to present this
measurement in a quantifiable number with the data that is provided.

RQ 4: Do police supervisors believe that police officers who have combat experience (Faced
enemy fire or engaged the enemy) are more likely to have civilian complaints for use of force
than police officers who do not have combat exposure?
With regard to research question four the variable that will be measured is civilian
complaints for use of force against those police officers with military experience and combat
experience (Faced enemy fire or engaged the enemy) when compared to police officers who do
not have military experience or police officers with military experience and no combat
experience. This data will be measured by the subjective response of twenty police supervisors.
There is no way to present this measurement in a quantifiable number with the data that is
provided.

RQ 5: Do police supervisors believe that police officers with military experience are better able
to resolve stressful situations than those police officers who do not have military experience?
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With regard to research question five the variable that will be measured is the resolution
of stressful situations. The data will be measured by the subjective response of twenty police
supervisors. There is no way to present this measurement in a quantifiable number with the data
that is provided.

RQ 6: Do police supervisors believe that police officers with combat deployments are more
likely to have disciplinary problems, as per their supervisors, than police officers who have no
combat exposure or military experience?
With regard to research question six the variable that will be measured are disciplinary
problems for those police officers with combat deployments when compared to police officers
who do not have combat deployments or military experience. This data will be measured by the
subjective response of twenty police supervisors. There is no way to present this measurement in
a quantifiable number with the data that is provided.

RQ 7: Do police supervisors believe that police officers with military experience have better
interpersonal skills when dealing with the public, other police officers, and police supervisors
than those police officers who do not have military experience?
With regard to research question seven the variable that will be measured are
interpersonal skills when dealing with the public, other police officers, and police supervisors for
those police officers with military experience when compared to police officers who do not have
military experience. This data will be measured by the subjective response of twenty police
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supervisors. There is no way to present this measurement in a quantifiable number with the data
that is provided.

RQ 8: Do police supervisors believe that police officers with military experience perform their
duties as a police officer more competently when compared to police officers that do not have
military experiences?
With regard to research question eight the variable that will be measured is competence
in the performance of their police duties for those police officers with military experience when
compared to police officers who do not have military experience. This data will be measured by
the subjective response of twenty police supervisors. There is no way to present this
measurement in a quantifiable number with the data that is provided.
Survey Monkey was used for data collection to obtain both quantitative and qualitative
data from the 399 members of American Legion Post #0460. The overall concept targeted this
group of police officers within this organization by sending out questionnaires anonymously via
the internet using the services of Survey Monkey. The survey responses enabled the researcher
to discuss the effects of military experience and combat deployments on police officers.
Although the response were not used to measure data that was required to answer research
questions much of the qualitative data which was presented could be translated to measurable
quantitative data to provide background information for the overall research. The data also
supported the finding of the measurable data and many officers who responded indicated that the
military had been beneficial to their civilian careers as a police officer.
Dependent Variable
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Two types of dependent variables were used in the analyses of this research: the
frequency of complaints against police officers and the type, or nature of complaints, filed
against police officers with military experience. The study ascertained whether there were
significant differences between police officers with a military service background and those
police officers who did not have a military police background.
Independent Variables
The independent variable of the quantitative data obtained from the three police
departments in the State of Florida was military experience. The focus was on two theoretically
important variables: the individuals’ employment status as a police officer who served between
the years 2014-2016, and if the police officer also had military experience or did not have
military experience. The characteristic of interest, in this case military experience, of those police
officers selected for use as independent variables in this study are characteristics that were
known or obtained during the hiring process. The study aimed to measure 1) police restraint, 2)
respectful and professional interaction with the public, and 3) use of force by police officers who
had military experience as compared to police officers who did not have military experience.
These behaviors were operationalized be measuring the number of civilian complaints filed
against police officers who had military experience and then compared to the number of
complaints filed against police officers who did not have military experience. The study
ascertained whether there were significant differences between police officers with a military
service background and those police officers who did not have a military police background.
Using a mixed-methods approach, the last section of data is strictly qualitative in nature,
and examined the differences among police officers with a military service background as it
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relates to combat exposure. There are two independent variables in this portion of the analysis.
The quantitative data captured the differences between police officers with military backgrounds
to those without military experience. This analysis differentiated the qualitative data among the
categorical variables of police officers with military experience, police officers with combat
deployments, and police officers with actual exposure to combat while deployed. The first item
considered and examined were combat deployments. The second factor that was deliberated is
the actual exposure to combat while deployed as measured by the responses to the survey
questions. The answers expanded beyond a simply yes or no response. Although subjective in
nature, the police supervisors will be expected to quantify an officer’s emotional being and the
police officer’s ability to perform while considering combat exposure.
Reliability and Validity
Reliability and validity are important aspects of data collection and analysis in qualitative
research. Reliability and credibility must be a major concern while designing a study, analyzing
the results of the data, and finally when evaluating the quality of the study (Patton, 200). Validity
can best be defined as the ability of a test, or the measuring instrument, to actually measure what
it intended to measure. Does the test actually fulfil its intended function (Oluwatayo, 2012)?
With regard to qualitative research reliability can best be defined as the link between how the
data is recorded by the researcher and what actually takes place in real life. Additionally, this
data should be able to stand the test of time, meaning that as the test is repeatedly performed the
same result should occur each time (Oluwatayo, 2012).
Validity and reliability concerns for the purposes of this dissertation were addressed by
ensuring the personnel interviewed met the prerequisites required to provide the necessary
qualitative data. Initially, validity and reliability were ensured by selecting the correct individuals
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to be interviewed. These included two very distinct groups. The initial group of twenty police
supervisors, ten who previously held the position of a field grade officer or senior noncommissioned officer in the United States military. These individuals were selected based on
their level of experience, training, and education both as a member of the military and as a police
officer. The second group of individuals, which included individuals who possessed both
military experience and law enforcement experience, were selected to conduct an anonymous
survey using the online system of Survey Monkey to pose questions. Moreover, the questions to
be posed to each of the two groups were reviewed and approved by members of the dissertation
committee. Lastly, both groups of individuals who were to be interviewed were provided the
questions well before the interview processes occurred. The survey questions remained up as
long as the individual wanted to remain on line. This allowed for them to have ample time to
review the questions and gather their thoughts. They were also provided several opportunities
both in writing and orally to correct, change, or expand upon their responses for purposes of the
discussion. Validity and reliability concerns were addressed by confirming the accuracy of the
data and making sure that the same procedures could be implemented in future research
(Creswell, 2016).
Another domain related to quality is commitment and rigor, defined as the degree of
attentiveness during the data collection and thoroughness of the study (Yardley, 2000). This is
especially important since the data was collected via semi-structured interviews. To ensure the
work was credible and the data was accurate the researcher was the actual individual who
conducted each and every interview. He was attentive and present during the interviews and
allowed for open dialogue. Openness and consistency are two other qualities when one measures
for validity in qualitative research (Yardley, 2000). To be more exact this requires clarity and
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design organization so that each step is clear, methodical, and coherent especially when the data
is to be transcribed into writing. The use of simultaneously taking notes during the interview
process alleviated any concern regarding accuracy. Lastly, one should consider how those in the
field or those reviewing the work view the research. Is there a potential for policy change? One
should consider that the impact of the research and the significance of the study will serve as a
gage as to the measurement of validity (Yardley, 2000).
Credibility was established during the interview process. During the actual interview the
interviewer had a copy of the questions and took copious notes. The simultaneous note taking
technique ensured the accuracy of the notes. Furthermore, the interviewer would frequently
repeat the statements back to the subject being interviewed and would also follow up with
additional questioning thus allowing for greater detailed conversation. The researcher was very
familiar with the subject matter both from the military perspective and the law standpoint. The
researcher has over 34 years’ experience in each of the career fields. Credibility was further
recognized when several of the subjects being interviewed began to discuss and share many
similar experiences. This led the interviewer to believe that saturation may be occurring. Data
saturation is an objective measurement of credibility (Creswell & Miller, 2000).
Trustworthiness
The last issue to be discussed with regard to reliability and credibility is trustworthiness.
Some speculate that qualitative research does not address validity and reliability issues the way
quantitative methods does. (Shenton, 2004). Therefore, to eliminate any validity or reliability
concerns the committee members in conjunction with John Jay College’s IRB process examined
all questions that would be used to conduct interviews as well as the online survey that was to be
utilized. This process was iterative and required numerous changes to meet the criteria and
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address any concerns. This process assured that the research questions and overall dissertation
was structurally sound and should measure what it purported to measure. Consequently, several
strategies as noted previously were implemented to ensure accuracy of the data. Lastly,
trustworthiness was achieved by using open-ended questions and a sequence of tasks carried out
in exactly the same each time to ensure the correct research design was followed.
Sampling Strategy for Quantitative and Qualitative data
Quantitative Data
The initial portion of the research was quantitative data. The study examined the total
numbers of civilian complaints filed against police officers between the years of 2014 and 2016.
The data collected included all civilian complaints filed against patrol officers from 2014-2016.
This data enabled the researcher to examine the frequency and type of civilian complaints filed
against police officers in the three departments noted. Additional analysis was conducted thus
dividing the civilian complaints into two categories:
1) Civilian complaints filed against police officer without military experience.
2) Civilian complaints filed against police officers with military experience.
Qualitative Data Background
Typically, a qualitative research study begins with an interest, problem, or questions that a
researcher has regarding a specific topic (Ravitch & Carl, 2016). Qualitative researchers seeks to
understand a phenomenon by focusing on the totality of the problem being researched. A mixed
method approach was used due to the researcher’s belief that quantitative data may not truly
reflect all aspects of the research being conducted. The researcher wanted to provide a holistic
picture and a detailed account and understanding rather than simply conducting a numeric
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analysis of quantifiable data (Ary, Jacobs, Sorensen, & Walker, 2014, p. 32). To achieve this
form of research is was important to capture qualitative data that would enable both the
researcher and reader to have a complete understanding of the totality of this problem by
examining the environment in which the phenomena that is being researched naturally occurs.

A phenomenological study can best be described as lived experiences. Furthermore, of
the various qualitative approaches, a phenomenological study is unique in that it comprises a
theoretical framework and method designed specifically to study lived experiences of
phenomena from the perspective of those who experience them. In a phenomenological study,
the researcher attempts to capture the essence of past experiences, as well as the individual’s
feelings, opinions, and assessments, in an effort to gain greater understanding of a particular
event or trend (Anderson & Spencer, 2002). The goal of any phenomenological study is to
capture the respondent’s experiences as they perceive them. The researcher’s desire is to develop
a more comprehensive understanding of several individuals’ common or shared experiences. To
capture the respondent’s lived experiences the researcher will often conduct interviews of the
subjects. The process of interviewing provides access to the background of a person’s behavior
and thereby provides a method for researchers to understand the meaning of that behavior within
the environment in which a person operates in this cases works and socializes (Cilesiz, 2011).
As noted, the goal of a phenomenological study is to capture the respondent’s experiences as
they perceive them. While quantitative data provides both the researcher and the reader with
statistics from which various conclusions may be inferred there may not be an explanation as to
the captured data. Qualitative data enables the researcher to make sense of the data and perhaps
explain and describe the realities behind the quantitative data. This qualitative approach is
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useful, because participants are able to convey their thoughts, feelings, and understanding of the
experience in their own words, without biases (Creswell, 2013). This process allows for the
researcher to derive meaning and themes of phenomena from individuals with similar or shared
experiences. A systematic phenomenological study should logically combine a complete
explanation of the study and the background. It must explain in detail the methodology for data
collection and analysis, and as part of the conclusion a description of experience as its output
(Giorgi 1997). In this particular study, police supervisors’ experiences and perceptions with
regard to police officers with military experience when compared to police officers who do not
have military experience are examined using the qualitative approach. The further analysis of the
qualitative information may help to develop an explanation and perhaps a theory for the
behaviour or results of the research. These are human experiences provided by a select group of
individuals. In many phenomenological studies the data was provided by individuals that were
selected purposely based on their unique criteria. There are not many individuals within the
general public who have lived the shared experience of being a police supervisor with or without
military experience.
Often, a phenomenological study is used to study areas in which there is little knowledge
(Donalek, 2004). There is very little research that has been conducted on military veterans who
serve as police officers. There are even fewer scholarly articles written on police officers who are
activated, sent to a combat zone, and upon return back to the United States resume their capacity
as a police officer. In this particular instance the quantitative data explored previously does not
fully account for a variety of variables that were not considered or discussed when the raw data
was collected or reviewed. Based on that reasoning it was vital to interview police supervisors to
gain a greater appreciation and understanding of the quantitative data. If a phenomenon needs to
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be explored and understood due to the fact that there is little research, or bias in the research,
then it merits a qualitative approach (Cresswell, 2014). The quantitative data in this research may
be misleading in that a variety of variables are not considered. To eradicate this misperception an
interview of police supervisors was required to gain insight and to explain what those variables
may be and how they may have factored into civilian complaints. Phenomenology believes that
analyzing daily human behavior can provide an individual with a greater understanding of the
nature of human interaction and why events may happen or occur. This type of research allows
for those who are uneducated or inexperienced in a field to “discover the world as it is
experienced by those involved in it”. Phenomenology requires that the researcher attempts to
discover the world as it is experienced by those involved in it. Phenomenology is about the
nature of human experience and the meaning that people attach to their lived experiences
(Ayhan, Domitran, Radunovic, Tavakoli, 2016).
The overall research of this phenomenological study consisted of in person or telephonic
interviews with pre-scripted questions. A precondition for studying the essence of lived
experience is selecting research participants who can provide valuable input into the research. To
gain a diverse phenomenological perspective, the individuals who were interviewed were
selected through a combination of purposive and snowball sampling. Purposive sampling is the
deliberate choice of a participant due to the qualities the individual possesses. The technique is
non-random and seeks participants who are willing to share the information they have garnered
based on their knowledge and life experiences (Bernard, 2002). Snowball sampling is used when
it is difficult to access subjects who possess the characteristics that are needed from the target
group. When a researcher utilizes this sampling method, he will use the subjects that he is
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interviewing and will then seek to recruit future subjects from the individuals who have been
interviewed (Naderifar, Goli, & Ghaljaie, 2017).
There are four main reasons to use interviewing for data collection from individuals. First,
interviewing individuals who have specific knowledge is appropriate as a method to gain insight
and understanding of the experiences of those individuals (Kvale, 1996). Second, the technique
of interviewing can determine a person’s thoughts and what causes that person to have a
perception or feeling. A person is interviewed to determine what we cannot observe (Patton,
1987). Third, qualitative interviews result in detailed descriptions of the subject being studied
which will enable the researcher to gain insight and make decisions about transferability of study
results (Merriam, 2002). Lastly, the interview process allows for information that is obtained
from a variety of sources to come together to verify, collaborate, and give credence to the data.
This will enhance the credibility of the research (Emerson, Fretz, & Shaw, 1995).
Interviews were conducted in person or by telephone in order to: (1) allow the participants to
feel more comfortable about where the interview would take place, (2) allow for flexibility in
interview locations or times, and (3) give the researchers access to more participants.
Traditionally, phenomenological studies require long interviews with approximately 10 people
(Cresswell, 1998). While the research goal is to interview at least 20 participants, in theory the
number of required subjects will become obvious as the study progresses, as new categories,
themes or explanations stop emerging and data saturation occurs. The results of this study do not
represent a complete ideal or lived experience, rather, the experience and belief of the individual
being interviewed at a specific time and place as demonstrated by the participants’ responses and
as seen and captured from the perspective of the researcher.
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The interview questions were open-ended and allowed the participants to share their
experiences of supervising police officers with military experience. The email responses from
the scripted questions, in combination with notes, allowed the researcher to gain insight and
thoroughly interpret the responses. A complete review and analysis of the data was initiated. The
analysis of qualitative data is vital because it enables the researcher to make sense of the
compiled data (Leech & Onwuegbuzie, 2007). The analysis of qualitative data is a method used
to answer basic questions such as what, why and how. From these questions, the researcher
deduced common patterns in the data by using a consistent set of codes to organize text with
similar content (Heikkilä & Ekman, 2003). Overall, the process of data analysis included
selecting the unit of analysis, creating categories, and establishing themes. The analysis of the
raw data consisted of four steps in an attempt to search for a logical meaning:
1.

Raw data management or ‘data cleansing ‘is the process of data review and organization.

2.

Data reduction through ‘coding ‘of the available material

3.

Data interpretation by a review of the coded data and then ‘clustering’ the “coded” data.

4.

Data interpretation and then telling the story. (Billups, 2012)

The initial phase of data analysis determined if patterns were present. Identifying themes
could be discovered and exploit relationships from the responses provided by the police
supervisors. The final product allowed interpretations and permitted the researcher to generate
theories (Hatch, 2002). The raw data management consisted of the statements of individual
police supervisors being interviewed and compiling the scripted questions provided by each
police supervisor. The data was organized, reviewed, and read through multiple times with the
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express goal of identifying themes, attitudes, and what the police supervisor was trying to
convey.
The second phase of data reduction through coding consisted of a repetitive and continual
evaluation of the data that resulted in comparison analysis. Coding is “the pivotal link between
collecting data and developing an emergent theory” (Charmaz, 2014). Through coding, the
researcher was able to categorize, understand and appreciate the data based on the cataloguing of
the information leading to the formation of theories (Suen & Ary, 2014). Coding means
categorizing segments of data with a short name that simultaneously summarizes and accounts
for each piece of data. Coding enabled the researcher to select, separate, and sort data to begin an
analytical accounting of the information that was gained through the interview process.
During the coding process, the researcher read through the responses provided
during the face-to-face interview or the telephonic interview. After several reviews, the
researcher organized the data into smaller meaningful parts. Due to the nature of the questions,
specifically the checklist provided to the individuals being interviewed, incident-to-incident
coding was used in which an analysis of comparative incidents or categories occurs.
Comparative methods enabled the researcher to make observations by comparing similar events
or data and simultaneously excusing dissimilar events.
The researcher labeled each of these smaller concepts, themes, or ideas with a
descriptive title or a “code.” The researcher further analyzed this portion of the data to compare
each new complied group of data with previous complied pieces of data or codes, so similar
concepts, themes, or ideas could be labeled with the same code. After rigorous reviews and the
coding of all data, the codes were grouped based upon similarity, and a theme was identified and
documented based on each grouping.
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During the initial coding phase, it was important for the researcher to maintain an
objective view and remove any preconceived biases (Saldana, 2015). The codes remained
simple, short, and precise which allowed for an outside observer to view the data and come to a
similar conclusion. The common statements were grouped and analyzed for repetition regarding
similarities described during the interview process. Common occurrences were analyzed,
forming a theme. In summary, concept labeling, categorizing, identifying core categories, finding
relations among categories, and generating a theory from the relationship as interpreted by the
researcher occurred (Cho & Lee, 2014).
During the third phase of data interpretation process, forty-seven significant statements
and seven emergent themes materialized. These themes were leadership, reliability,
trustworthiness, mission-focused, and ability to complete tasks, maturity, and respectful
materialized. The resulting themes were derived from participant responses to provided twenty
semi-structured interview questions. The first seventeen questions were in checklist form
comparing police officers with military experience to police officers without military experience.
The checklist requested the supervisor to select between the two categories of police officers.
The last three questions stemmed from the initial hypothesis and research questions.
In this particular study the combination of purposive sampling and snowball sampling
was used due to the unique characteristics that were required from select individuals to be
interviewed. This researcher was able to identify a select group of individuals who held certain
educational and life experiences on a specific phenomenon of interest. Additionally, those
individuals selected based on their knowledge and experience, also had to have the willingness to
participate, and the ability to communicate experiences and opinions that would be conducive to
providing information for this research.
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The initial cohort included police supervisors who previously held the position of a field
grade officer or senior non-commissioned officer in the United States military with combat
deployment experience. These individuals were selected based on their level of experience,
training, and education both as a member of the military and as a police officer. Their
perspective based on various variables helped to shed light on the hypotheses and research
questions that were being examined. The police supervisors who are presently or have been field
grade officers or senior non-commissioned officers in the United States military with combat
deployments possess a unique perspective and great significance to this research. In their
capacity as field grade officers or senior non-commissioned officers in the United States military,
they serve a conduit between senior ranking officers and junior ranking personnel. Field grade
officers are defined as pay grade 0-4 and above and senior non-commissioned officers are
defined as pay grade E-7 and above. A police supervisor is defined as an individual in the rank of
Police Sergeant or above.
The other cohort surveyed was police supervisors without military experience, however,
they had experience with recruiting, training, or supervising those police officers with military
experience. This group was selected based on their law enforcement experience, education, and
training. Additionally, their status as a police supervisor without military experience provided an
unbiased vantage point and offered insight into the hypotheses and research questions.
Individuals were interviewed either face-to-face or telephonically. The telephonic interviews
enabled a two-way interaction between the researcher and the person being interviewed. The
telephonic surveys were quicker, more convenient, and more cost-effective than conducting faceto-face interviews. However, others forms of communication such as body language was
sacrificed and not recorded. Face-to-face interviews were more time-consuming and difficult to
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arrange but allowed for less distraction and the ability of the researcher to read non-oral forms of
communication capturing additional data through follow-up questioning. The interviews for both
cohorts contained questions to elicit information regarding how police officers with military
experience compared to those police officers without military experience. The categories
discussed included recruiting, screening, vetting, academy performance, probationary
performance, interaction with the community, interaction with fellow officers, the ability to work
with and carry out the orders of supervisors, and police misconduct. The survey for police
supervisors can be located in Appendix C.
Prior to interviewing the selected police supervisors, an initial screening was conducted
to validate that the participants fit the established criteria. Additionally, those chosen to
participate, agreed to a prepared interview schedule and each participant was provided the list of
questions and the institutional review board (IRB) consent form in advance of the interview.
This enabled the individual to gain familiarity with the questions and allowed for additional
thought and preparation in response to the questions. It expedited the process as many of these
individuals are senior officials with a limited time schedule. The transparency proved effective in
reducing stress and anxiety that may have occurred based on unknown questions and the inability
to prepare.
In the descriptive research, the researcher employed open-ended questions to obtain the
qualitative data from the two cohorts. The best practices in questioning include three distinct
elements. The questions should focus on a common theme, allow for those being interviewed to
identify or share with the interviewer the effects the phenomenon had on their lives, and lastly
seek to identify the importance of interpreting the experience as viewed by the person being
interviewed otherwise known as, what is their belief or “take” on it” (Campbell, 2011). The
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interviewer was able to digress, in some instance change direction, and follow up with additional
questions thereby allowing a topic full exploitation. According to Babbie (2004), qualitative
interviews are an interaction between the person conducting the research and the person being
interviewed for the purpose of gaining information. The format utilized in this research was the
customary method of guiding the interaction with a series of initial questions. The structured
questions did not require strict adherence to the interview questions and allowed the supervisor
to expand upon his or her thoughts. The questions were used as a device to better assist, manage,
and direct the flow of conversation, beginning with general questions about the interviewee’s
professional credentials. Those being interviewed were allowed to articulate their feelings using
their own experiences. The researcher did not attempt to lead them or guide them towards any
particular course, set of answers, or desired outcome. For interviewees who required assistance
with certain definitions or for an individual who did not answer questions directly related to the
research, the interviewer provided more probing questions in an effort to help clarify or expand
upon a response. During the interview process, the interviewer had a copy of the questions and
took copious notes. Most of the responses from the police supervisors were emailed back and
provided to the interviewer prior to the actual interview. Taking notes proved beneficial for a
variety of reasons, most notably, this method enabled the interviewer to develop a main theme or
common trend amongst the two cohorts. Additionally, this method enabled the interviewer to
narrow the scope of the discussion when necessary or elaborate on a particular topic or question.
The focus was on a police officer with military experience and his ability to perform the duties of
a police officer without being hindered or restricted based upon his military service. This portion
of the qualitative data enabled the researcher to discuss the hypotheses and research questions
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with the police supervisor who were being interviewed. The police supervisors were not told of
the hypotheses for this research project.
The last portion of the qualitative analysis consisted of questions posed using Survey
Monkey which enabled the researcher to discuss the effects of military experience, in particular
the effects of combat deployment on police officers with military experience. The sampling
technique used was a combination of purposive sampling and snowball sampling. This
qualitative study used a purposive sampling method to recruit participants from a selected
population who possessed managerial, or leadership, experience in the military, have served in
combat, and who have supervisory experience in the police career field. This method is one of
the most commonly used sampling strategies because it seeks to group participants according to
preselected criteria (Mack, Woodsong, Macqueen, Guest, & Namey, 2005). From those known
entities came recommendations for more personnel with similar characteristics and a willingness
to partake in an interview. Part of this collection of data consisted of a technique known as
snowball sampling. Snowball sampling consists of two steps, namely, identify potential subjects
in the population and recruiting other people with similar traits.
American Legion Post 460
The research ascertained primary data and information pertaining to the effects of
military experience, and in particular the effects of combat deployments on police officers. This
required locating a group of individuals who had military experience, combat deployments, and
were employed as police officers. The researcher established contacts with the top leadership
echelon of American Legion Post #0460. American Legion Post #0460 is comprised of
members of law enforcement with the overwhelming majority of members from the New York
City Police Department who have military experience. The mission statement of American
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Legion Post #0460 “is to promote a positive momentum for the veterans who are serving, as well
as who served within the New York City Police Department.” On August 1, 2013, the post
opened membership to other local law enforcement agencies including the state, the federal
government and military police. The common trend is that the post is comprised of civilian
police officers who have military experience. Presently, the American Legion Post #0460 has
over 500 members.
The researcher requested through the leadership of American Legion Post #0460 to
provide names and email addresses of its’ membership. Contact was initiated between the
researcher and the Commander of American Legion Post #0460. Subsequent to the conversation,
a recruiting flyer was provided to the Commander of American Legion Post #0460 along with a
consent form explaining the overall nature of the research. The Commander of American Legion
Post #0460 provided a list of members to the researcher containing the names and email
addresses of 399 members. Additional names were provided but their email addresses were not
made available and they were excluded from the survey.
Survey Monkey was used for data collection to obtain both quantitative and qualitative
data from the 399 members of American Legion Post #0460. The overall concept targeted this
group of police officers within this organization by sending out questionnaires anonymously via
the internet using the services of Survey Monkey. Anonymity is key, due to members of law
enforcement having trepidation about involvement in a survey for a variety of reasons. The
reasons included potential adverse actions with regard to their employment as police officers and
potential adverse reactions for those still serving in the military. The survey responses enabled
the researcher to discuss the effects of military experience and combat deployments on police
officers.
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The researcher established an account with Survey Monkey and initiated the survey. A
total of 26 questions were asked of the participants (See Appendix C). Including the initial email
contact with the targeted audience, the researcher contacted the participants via Survey Monkey
a total of five times. The results began to dwindle and a total of 90 responsed out of the 399
members contacted. The net result was a twenty two and one half percent return which is within
the expected rate of return estimated between twenty percent and thirty percent. The twenty two
and one half percent produced a number that will provide significant statistic information
(Dillman, 2011). Additionally, such response rates are expected from police agency surveys and
in this case yielded significant results (Gau & Pratt, 2010; Bishopp, Worrall, Piquero, 2016).
Ethical Considerations
When human subjects were utilized throughout this research sample, ethical
considerations were addressed to avoid conflicts or potential injury to the human subjects who
participated in this study. The IRB process was utilized to protect the rights and welfare of
human subjects who voluntarily agreed to partake in the interview process. This research project
did not have the potential for vulnerability with regard to ethical considers. If respondents
responded that suicidal ideations or homicidal ideations were present due to PTSD then there
was potential for negative repercussions for the police officer. Each participant had the
opportunity to read the consent form prior to engaging in this research project. Negative
repercussions can involve a police officer being removed or relieved of certain duties and
investigations into past activities, spilling over to the police officer’s military career if still
serving. Supervisors who provide comments that can be attributed to him may have adverse
effect for his career in the police department as well as the military if the individual is still active
in both.
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To prevent this type of spillage where they may be career repercussions, the surveys were
conducted digitally, and anonymously by disseminating the questionnaires through Survey
Monkey. No names were taken, nor was the respondent’s IP addresses collected or stored. These
features are part of the standard security requests offered and adhered to by Survey Monkey. The
surveys have no specific identifying captions in them. This method proved far more
advantageous than paper surveys. Paper surveys were not used in order to prevent any type of
link with the respondent.
Setting and interview process
Identifying the police supervisors who were or are in a position of a field grade officer or
senior non-commissioned officer in the United States military with combat deployment
experience proved less complicated based on the researcher’s experiences and personal
acquaintances. The initial participants were identified by their deployment in a military police
environment. Their rank in the military and their combat experience were readily identifiable by
their presence on the deployment and their uniforms. Rank is part of a military uniform and is in
plain view. In the United States Army, certain insignias are worn on a uniform serving to provide
background data as to the person’s experience and potentially what the person did in the military.
For example, airborne wings tell the observer the service member attended airborne school.
Soldiers who have been deployed to combat zones wear the Army combat patch on the right
shoulder sleeve portion of their uniform. The Army combat patch is officially known as the
"shoulder sleeve insignia-former wartime service" and, recognizes a Soldiers' participation in
combat operations. The researcher was able to learn of the Soldier’s civilian occupation by
simply inquiring during routine conversation. When an individual was a police supervisor, the
researcher determined if the individual met the screening criteria and had all of the qualifications
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necessary to fit into the cohort. The individual was asked if they wished to voluntarily participate
in the survey. If the individual affirmatively responded, they were provided with the pre-scripted
questions, an IRB consent form, and a time and date was discussed to set up a face-to-face
interview.
The researcher identified individuals who met the screening criteria by personal
knowledge of numerous police supervisors who were also field grade officers or senior noncommissioned officers in the United States military with combat deployment experience. Those
individuals were contacted and provided with the pre-scripted questions and an IRB consent
form via email. If the individual consented, and in this case all did, a time and date was discussed
to set up a telephonic interview session to discuss the written response and answer a few more
questions.
The next cohort consisted of police supervisors without military experience, however,
they had experience with recruiting, training, or supervising those police officers with military
experience. These individuals consisted of personal acquaintances and individuals who were
provided to the researcher by personal acquaintances or the police supervisors with military
experience who were interviewed as part of the initial cohort. Each of these individuals were
either contacted initially by telephone or email or asked for participation in the study. Once the
individual expressed a desire to participate, an email was sent; which consisted of the prescripted questions and an IRB consent form. Upon their completion of the forms, a time and date
was established to set up a telephonic interview.
Data collection occurred through interviews designed to explore the personal experiences of
police supervisors and the police officers that they supervise. The setting for interviews was a
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confidential environment where supervisors being interviewed were given the researcher’s full
attention without distraction. Interviews were not audio recorded which allowed for a more open
discussion. Based on the background of the individuals interviewed, the researcher believed that
any type of audio recording would stymie the conversation and reduce the willingness of an
individual to share his beliefs and experiences openly. To ensure accuracy, participants were
provided with a copy of the questions and allowed to type out their response for complete
accurately.
Each individual interviewed from each cohort was provided with an explanation as to
why the research was being conducted both in written communication and orally. Police
supervisors were provided a series of questions regarding their observations of the capabilities of
police officers with military experience and any effects that military experience has had on an
officer and his ability to interact with the civilian community and perform his duties. Supervisors
were also asked to comment how police officers with military experience compared to fellow
police officers without military experience. This comparison determined if those officers with
military experience are less likely to have civilian complaints, namely use of force and
discourtesy complaints filed against them. The police supervisor’s responses regarding the
overall job performance between the two distinct groups of police officers were evaluated and
used as part of the conclusions to the research dissertation.
After each participant reviewed and signed the consent form, an interview date and time
was scheduled. A total of three individuals were interviewed using the face-to-face method. Each
of these individuals were police supervisors who were field grade officers or senior noncommissioned officers in the United States military with combat deployment experience. The
researcher and the individuals interviewed were on a military deployment together during this
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time period. It should be noted that the questions were posed to the individual supervisors and
they expressed their opinions freely. The supervisors were provided with the questions prior to
the interview and thus each of them had their statements prepared. This method assisted in
preventing any type of individual researcher bias.
The face-to-face interviews were conducted either in the person’s home or an office
setting. The interviews lasted approximately thirty minutes to one hour. The setting allowed
enough space between the researcher and the interviewee to prevent any type of intimidation or
the ability to the person being interviewed to read the researcher’s notes. During the interview,
the researcher referred to the scripted questions. The person who completed the questions was
asked to comment and expand on his responses. The respondent was afforded the opportunity to
expand on responses as much as he wished. The interview was not simply a deposition like
interview, rather a conversation to allow the respondent to answer freely. In all cases, the
questions were answered and directly touched upon all eight research questions and the three
hypotheses.
The seventeen telephonic interviews occurred in the same general format as the face-toface interview with the exception of the physical location, layout, and the ability of the
researcher to observe body language. Each of the interviews lasted approximately thirty minutes
to one hour. The respondent was provide the questions and the IRB consent from. The
respondent submitted the answers and the consent form back to the researcher prior to the
telephonic interview being scheduled. The researcher referred to the document which contained
the scripted questions. The person who completed the questions during the interview was asked
to comment and expand on his responses. The respondent was afforded as much leeway to
expand on his answers as desired. The interview was not simply a deposition like interview
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rather a conversation to allow the respondent to answer freely. The questions were answered and
directly touched upon all eight research questions and the three hypotheses. Notes were taken
and transcribed to a document for clarity and for organizational purposes.
The researcher emailed each participant a questionnaire which contained pedigree
information about themselves. Although the researcher was knowledgeable of each individual’s
background prior to contacting them, the researcher wanted to confirm the information ensuring
the screening criteria for each group was met. The main focus of the data being collected was in
the form of a table in which the person being interviewed would read the question and then select
the choice that he felt most appropriate (See Appendix D, P. 215). The table provided each
supervisor with a series of police officer characteristics or traits on the left hand side of the
document. The supervisor was then asked to decide which category of police officer he felt
exceeded the standard as described by the trait on the left side of the sheet under the overall trait
category. There were two categories to choose from, police officers with military experience as
compared to police officer without military experience.
To ensure organization and reliability via the interview process, a thorough analysis of the
data was conducted. The first stage involved the researcher collecting the scripted questions, the
IRB consent form, and the notes that had been used during the interview process. The researcher
worked with one person at a time during the interview session. If the interview took place
utilizing the face-to-face methodology, it took place in a closed setting blocked off from other
individuals who may enter and disrupt the interview process. The face-to-face interviews were
conducted in a home or in an office with total privacy while simultaneously providing the
participant with a comfortable environment. This setting placed the interviewer and participant at
a table with identical chairs and in a distraction-free room. Only one interview took place in the
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individual’s home. He sat where he was most comfortable, provided the researcher a location to
conduct the interview so that he was not intimated and personal space was not violated. When
the participants agreed to be interviewed telephonically, a date, time, and site for the interview
were established collaboratively through phone calls or emails. If the interview took place via a
telephone, the researchers sat a desk with the scripted questions and a notepad to capture any of
the conversation that was not included in the original questions.
The researcher kept copious notes throughout the data collection and analysis process.
Immediately after each interview, the researcher reviewed the documents and the answers to
ensure that the notes and documents matched, and all data was captured. These notes included
notes on the researcher’s perceptions of the participants and recollections of how the participants
behaved and spoke during the interviews, regardless of whether the interview occurred using the
face-to-face method or telephonically. This method proved useful allowing for the researcher to
review the meanings of certain terms, other forms of communications such as facial expression
or body language, and voice influxes including when a person was adamant, doubtful or hesitant
in their answer. The researcher listened for emerging patterns and themes during the interviews.
Without question, many of the responses were similar in nature and after several interviews there
was some repetition.
To prevent any type of confidentiality breach, unique coding was used to identify
respondents. These codes were used on data collection instruments in place of identifying
information to protect a participant’s response, or other information when data documents are
stored. This method protected a respondent in the event that a data document is lost, stolen, or
misplaced. By utilizing this method, the data was protected by a code which will prevent anyone
who may view the data from determining the participant. Coding is a process in which a
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qualitative inquiry, is most often a word or short phrase that symbolically assigns a summative,
salient, essence-capturing, and/or evocative attribute for a portion of language-based or visual
data (Saldana, 2015). The questionnaire that each participant was provided and asked to
complete is located in Appendix D: Survey for Police Supervisors, on page 215.
CHAPTER IV
Presentation and Analysis of Data
Presentation of Quantitative Analysis Results

This portion of the dissertation involving quantitative data, enabled the researcher to
examine hypothesis one namely, that police officers with military experience are less likely to
have more civilian complaints filed against them when considering both physical force and
unprofessional behavior collectively, than those officers who do not have military experience. It
will also assist the researcher in answering the first two research questions noted below:
Are police officers with military experience less likely to receive civilian complaints filed
against them for use of force than police officers who do not have military experience?
Are police officers with military experience less likely to receive civilian complaints filed
against them for unprofessional behavior than police officers who do not have military
experience?
All of the data sets were combined and run collectively meaning that all three agencies
will be combined for an aggregate number. It should be noted that statistical information was
provided for each municipality to provide the reader full transparency. There were 3,793 police
personnel among the three agencies. The number of police officers with military experience is
417 and the number of police officers without military experience is 3,376. This means that
police officers with military experience make up approximately eleven percent of the total
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number of police officers used in this research while police officers without military experience
make up approximately eighty nine percent of the total number of police officers used in this
research. Although the population size is vastly different between the two groups the statistical
analysis conducted will still allow for comparison between the two groups and thus answer the
two research questions and make a conclusion as to the first hypothesis.
All figures used in this study was extracted with the expressed permission of the law
enforcement agencies noted above. As per the initial inquires, the figures were obtained from the
police department’s existing personnel records, and from the records of the agencies internal
affairs division. Each of the agencies notified were told of the purpose for the request of the
statistical information. A written application was then made to each police agency.
With the cooperation of the Human Resources Department and Internal Affairs Division
of the police agencies noted above, the researcher was able to collect all civilian complaints filed
against patrol officers from 2014-2016. The statistical information that was provided allowed for
a full and complete quantitative analysis review. The review allowed for the researcher to
examine the frequency and type civilian complaints filed against police officers in the three
departments noted. Additional quantitative analysis and examination required the statistical
information from the civilian complaints to be divided into two categories:
1) Civilian complaints filed against police officer without military experience.
2) Civilian complaints filed against police officer with military experience.
To ascertain a police officer’s status as to whether they had military experience required
that the human resource department of each of the police agencies noted, provide a list of all
those police officers who had military experience. In the case of Broward County a list of names
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totaling 1,391 was provided. There were 145 police officers who were reported to have military
experience, approximately ten and one half percent of the force. According to the Jacksonville
Police Department’s Human Resource section there are a total of 1,701 police officers assigned.
Out of that 1,701 police officers, the Jacksonville Police Department reported that there are 153
police officers with military experience, approximately nine percent of the force. The City of
Orlando reported that they have 701 police officers assigned with a total of 119 police officers
who have military experience approximately seventeen percent of the force.
The Internal Affairs Division of each of the departments under review provided statistical
information regarding complaints filed against police officers within their municipalities for the
years 2014-2016. Each of the law enforcement agencies provided a list of complaints on a
Microsoft Excel spreadsheet for the years 2014-2016. The total number of complaints filed
against Broward County Deputies during this time span was 410. The list provided more detail
and was not simply a total number. The sheet had an internal affairs tracking number, the date
the alleged incident occurred, the name of the police officer involved, the allegations against the
police officer, the disposition of the allegation, the department that the police officer was
employed by, and the incident type. The names of those police officers who had military
experience were checked against the name of those police officers who had civilian complaints
filed against them with the Broward County Sheriff’s Office and the proper coding was
annotated onto the spreadsheet.
In order to correctly tabulate and format the statistical information, the researcher used a
Microsoft Excel Spreadsheet. There were various categories or labels used to organize the raw
statistical information. Columns were established on the spreadsheet to label and format the
figures. The first column was simply a running number of the total police officers listed. This
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was used only for accounting purposes. The next column was labeled with the municipality that
the police officer worked for. The following column was the police officers name. The
succeeding column described their status as a military veteran. Their status was categorized as
either having or not having military experience. Those who had military experience were given a
“yes” label and those who did not have military experience were given a “no” label. The military
status was then converted to a numeric variable with “0” being a police officer with no military
experience and “1” being a police officer with military experience. The ensuing seven columns
described either the actual complaints or whether or not they were substantiated and the
complaint totals. The categories are as follows: use of force substantiated, use of force
unsubstantiated, conduct substantiated, conduct unsubstantiated, substantiated total,
unsubstantiated total, and complaint total. All of these categories were not used in the analysis.
They were only used if they were relevant to the research being conducted.
In this case the figures was arranged within Statistical Package for the Social Sciences
(SPSS). SPSS was used to test whether a police officer ever had a civilian complaint filed against
him for use of force or unprofessional behavior. The number of complaints alleged was not
important, rather simply whether a complaint was filed against a police officer for one of the
allegations being tested. This would allow the researcher to answer the original research
questions. The analysis of substantiated complaints versus unsubstantiated complaints was also
conducted to allow for more relevant testing thereby focusing in on the original hypotheses and
research questions.
Each of the 1,391 names of the police officers who comprised the Broward County
Sheriff’s Office were then placed on the Microsoft Excel Spreadsheet. Once again, police
officers who had military experience were categorized and separated from those police officers
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who did not have military experience. The researcher then reviewed the 410 complaints filed
against Broward County Deputies during the period 2014-2016. If a police officer’s name
appeared on the list of civilian complaints, and the police officer was charged with a use of force
allegation or some form of unprofessional behavior towards a civilian allegation, the statistical
information was transposed onto the Microsoft Excel Spreadsheet and recorded into the correct
column.
The City of Jacksonville’s Sheriff provided a list of complaints on a Microsoft Excel
spreadsheet for the years 2014-2016. The total number of complaints filed against Jacksonville
County Sheriff’s during this time span was 2,271. The police officers from Jacksonville were
added to the Microsoft Excel Spreadsheet in a similar method that was used for the Broward
County Sheriff’s Deputies. The names of those police officers who had military experience was
also provided along with their Jacksonville Sheriff’s User Identification number which was used
to check against the names of those police officers who had civilian complaints. Once again the
same process was used to distinguish between police officers who had military experience and
those police officers who did not have military experience.
The last set of figures was from the City of Orlando’s Internal Affairs Division which
provided a 283 page documents listing all allegation against police officers during the period of
2014-2016. There were 282 formal complaints that were investigated by the internal affairs
Division of the Orlando Police Department. There were an additional 286 complaints that were
not formal internal affairs complaints filed by citizens rather, they would be considered informal
complaints that were investigated or reviewed by police supervisors within the chain of
command. Regardless, if there were allegations for the use of force or conduct such as
unprofessional behavior they were added to the total tally. Those complaints were considered
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reportable complaints and therefore documented for the purpose of this research. Similarly to
Jacksonville, the City of Orlando provided the names of those police officers who had military
experience. As was the practice with the statistical information from Broward County and
Jacksonville, police officers who had military experience were categorized and separated from
those police officers who did not have military experience. Once this was determined the same
methods that were applied to categorize the other two municipalities was also applied in this
case. The aggregate was a total of 3,793 police officers. There were a total of 417 with military
experience and 3,376 without military experience.
In this instance the Chi Square test was used to compare police officers with military
experience to police officers who did not have military experience and determine the likelihood
of complaints filed against them for use of force and unprofessional behavior allegations.
The following are the results of the cross tabulations and Chi Square tests. The grouping
variable is military experience and the outcome variable is the likelihood of a complaint for use
of force and unprofessional behavior against these police officers. The test was conducted to
determine if police officers with military experience are less likely to receive civilian complaints
for use of force and unprofessional behavior than police officers without military experience.

Police Officer no
Military Experience
Police Officer with
Military Experience
Total

Table 3
No complaints for
Complaints for use of
use of force and
force and
unprofessional
unprofessional
behavior
behavior
3045
331
90.19%
9.81%
391
26
93.76%
6.24%
3426
357
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Total

3376
100%
417
100%
3793

There were a total of 357 complaints filed against police officers for use of force or some
form of unprofessional conduct. Police officers who did have military experience had 331
(9.81%) complaints, filed against them while police officers with military experience had 26
(6.24%) complaints filed against them.
Out of the 3,793 police officers, 417 police officers had military experience which is
approximately eleven percent of the force. There were 3,376 police officers who did not have
military experience which comprised approximately eighty nine percent of the police force. With
regard to the total amount of complaints filed against police officers who did not have military
experience there was a total of 331 complaints filed against them for use of force and
unprofessional behavior. This translates to approximately 9.81 % of the total allegations field
against police officers who did not have military experience. There were 26 complaints filed
against police officers who had military experience which translate approximately 6.24% of the
total allegations field against police officers with military experience. Since the total amount of
police officers with military experience is approximately eleven percent, the number of police
officers with military experience who had used of force allegations or allegations for rude
behavior filed against them is less than the percentage of police officers with military experience.
The value of the chi square statistic in this example is 5.546. The p-value in this example
is .019. The result is there is statistical significance and that military experience and the number
of civilian complaints for use of force and unprofessional behavior are associated with each
other. The results show significant differences between the two groups on the likelihood of
receiving civilian complaints. The facts suggest that those police officers who have military
experience will receive less civilian complaints for use of force and unprofessional behavior
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when compared to police officers who do not have military experience. We can safely reject the
null hypothesis of no difference between these groups of police officers when considering the
likelihood of both outcomes namely physical force and unprofessional behavior collectively.
Additionally, an odds ratios calculation was conducted to determine how much more
likely police officers without military experience are to have complains against them compared
to those with military experience. The first set of numbers is the complaints for use of force and
unprofessional behavior by a police officer with no military experience.
Therefore, 331/3376=.098
The next set of numbers is the complaints for use of force and unprofessional behavior by
a police officer with military experience.
26/417=.062
Odds Ratio = Police officer with no military experience/ Police officer with military experience.
.098/.062=1.58
The results indicated that police officers without military experience were significantly
more likely to have complaints for physical force and unprofessional behavior than those with
military experience (χ² (1) = 5.56, p<.05. Based on the odds ratios, a police officer with no
military experience is 1.58 times or fifty eight percent more likely to have a complaint filed
against him for physical force or unprofessional behavior.
Additional statistical analysis was conducted to determine if there was a statistical
difference between police officers with no military experience when compared to police officers
with military experience for each of the categories. The categories were then divided and
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statistical analysis was conducted to measure the total number of complaints for use of force and
unprofessional behavior. Additional analysis was then conducted to measure substantiated
complaints for use of force and unprofessional behavior. The results are as follows:

Police Officer no
Military Experience
Police Officer with
Military Experience
Total

Table 4
Police Officers with
Police Officers with
no substantiated
unsubstantiated
complaints for
complaints for
unprofessional
unprofessional
behavior
behavior
3241
135
96.01%
.04%
405
12
97.12%
.03%
3646
147

Total

3376
100%
4717
100%
3793

There were a total of 147 unsubstantiated complaints for unprofessional behavior against
police officers. A total of 135 (.04%) police officers without military experience had
unsubstantiated filed against them for unprofessional behavior, while a total of 12 (.03%) police
officers with military experience had such complaints against them.
The results of the chi-square test indicate no statistically significant differences between
these groups on the likelihood of having unsubstantiated complains for unprofessional behavior
(χ² (1) = 1.252, p>.05).
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Table 5

Police Officer no
Military Experience
Police Officer with
Military Experience
Total

Police Officers with
no substantiated
complaints for
unprofessional
behavior
3306
97.92%
414
99.28%
3720

Police Officers with
substantiated
complaints for
unprofessional
behavior
70
.021%
3
.007%
73

Total

3376
100%
417
100%
3793

There were a total of 73 substantiated complaints for unprofessional behavior upheld
against police officers. A total of 70 (.021%) police officers without military experience had
complaints substantiated against them for unprofessional behavior, while a total of 3 (.007%)
police officers with military experience had such complaints.
The results of the chi-square test indicate marginally significant differences between the
two groups on the likelihood of having substantiated complaints for unprofessional behavior at
the p<.10 level (χ² (1) = 3.605, p<.10).
Additionally, an odds ratios calculation was conducted to determine the numbers of
substantiated complaints for unprofessional behavior upheld against police officers without
military experience when compared to those with military experience. The first set of numbers is
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the number of substantiated complaints for unprofessional behavior by a police officer with no
military experience.
Therefore, 70/3306=.21
The next set of numbers is the number of substantiated complaints for unprofessional
behavior against a police officer with military experience.
3/414=.010
Odds Ratio = Police officer with no military experience/ Police officer with military experience.
.021/.010=21
The results, therefore, indicate that police officers without military experience were 21
times more likely to have substantiated complaints for unprofessional behavior than those with
military experience.

Police Officer no
Military Experience
Police Officer with
Military Experience
Total

Table 6
Police Officers who
Police Officers with
did not have any
unsubstantiated
substantiated
complaints use of
complaints for use of
force
force
3198
178
94.72%
.05%
401
16
96.16%
.04%
3599
194

Total

3376
100%
417
100%
3793

There were a total of 194 unsubstantiated complaints for use of force upheld against
police officers. A total of 178 (.05%) police officers who did not have military experience had
unsubstantiated complaints filed against them for use of force, while a total of 16 (.04%) police
officers with military experience had such complaints.
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The results of the chi-square test indicate no statistically significant differences between
these two groups on the likelihood of having unsubstantiated complaints for use of force filed
against them (χ² (1) = 1.576, p>.05).
Table 7

Police Officer no
Military Experience
Police Officer with
Military Experience
Total

Police Officers who
did not have any
complaints for
use of force
3370
99.82%
416
99.76%
3786

Police Officers with
substantiated
complaints for
use of force
6
.002%
1
.002%
7

Total

3376
100%
417
100%
3793

There were a total of 7 substantiated complaints for use of force upheld against police
officers. A total of 6 (.002%) police officers who did not have military experience had
unsubstantiated against them for use of force, while a total of 1 (.002%) police officer with
military experience had such complaint filed against him/her.
The results of the chi-square test indicate no statistically significant differences between
these two groups on the likelihood of having substantiated complaints for use of force filed
against them (χ² (1) = .078, p>.05).
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Presentation of Qualitative Data Results
Interviews
The N, or total sample size for the qualitative data was comprised of twenty individuals
who were interviewed as part of this research. The interview subjects were selected on past
experience. Each of the cohorts was selected because they met certain criteria, namely lived
experiences. The lived experiences consisted of police supervisors who previously held the
position of a field grade officer or senior non-commissioned officer in the United States Military
and had combat deployment experience. The second cohort consisted of police supervisors
without military experience, however, they had experience with recruiting, training, or
supervising those police officers with military experience. These experiences allowed the
researcher to identify and solicit knowledge from “key informants” (Patton, 2002). Key
informants are individuals who have certain knowledge and experience about a specific subject
matter and whose insights and perceptions can be helpful in assisting a researcher in
understanding certain events or situations which may have occurred.
All supervisors were asked a series of 11 questions to develop a pedigree for each willing
member of the cohort. The questions are noted below:
 What police department do you work for? Please state the actual location
(State/City) and the name of the department.
 What is your rank in the police department in which you are assigned?
 How big is your department?
 Have you served in the US Military?
 What rank are/were you in the military?
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 Have you deployed to a combat zone?
 Can you tell me what type of area your police department covers?
(Rural/suburban/mixed)
 Can you tell me the demographics of your police jurisdiction?
 Can you tell me how many police officers your department employs?
 Can you tell me how many or what percentage of police officers have military
experience?
 Can you tell me how you think police officers with military experience compare
with police officers that do not have military experiences?
The pedigree information allowed for the researcher to gain a perspective of the subject
being interviewed, valuable data about the location and size of the department, and perspective
into the area in which this department was located, the community it served, and the percentage
of police officers within the given agency who had military experience.
Collectively, the subjects have a variety of experiences as police supervisors. Some have
been assigned to urban areas in large police agencies meaning many police officers assigned. For
the purposes of this dissertation many is defined as more than 5,000 police officers. Other police
supervisors were assigned to very rural departments with few police officers assigned. For the
purposes of this dissertation few would be defined as under 200 police officers. Some of the
police supervisors have served as patrol supervisors, narcotics supervisors, and internal affairs
supervisors. As noted, their background and their geographic locations as police supervisors are
diverse. This survey was national in scope. The qualitative data in the form of surveys was
collected from supervisors throughout the United States. Selected participants included at least
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one police supervisor from California, New York, New Hampshire, Florida, the Midwest and
Texas. They supervised police officers who patrolled large cities such as Dallas, Los Angeles,
and New York City. Rural departmental supervisors included municipalities such as New York,
a small town in Connecticut, and State Troopers from the New England area.
For additional information on the sampling information, supervisors from the New York
Police Department patrol a major urban city. New York is the most populous city in the United
States, more than twice the size of the second largest city, Los Angeles. New York has the
highest population density of any major city in the United States with over 27,000 people per
square mile and a total population of 8,550,405. As one police officer stated in his description of
the population in which he patrols within New York City,” it is like the United Nations.” New
York City is known for its diversity with regard to its population. The New York City Police
Department has approximately 50,000 members, both uniformed and civilian with approximately
23,849 uniformed police officers. According to the information provided, approximately eleven
percent of the uniformed police force have military experience. This translates to about 2,600
police officers with military experience. The Los Angeles Sheriff’s Department has
approximately 18,000 employees both uniformed and civilian with about 10,000 sworn law
enforcement officers. The population is approximately 10,231,037 with a diverse mix of racial
and ethnic groups. Lastly, a suburban Police Captain who supervises police officers adjacent to a
major urban area has a force of approximately 135 personnel, including 106 uniformed police
officers. The force consists of approximately fourteen percent of uniformed police officers who
have military experience. The population is just under 140,000 and is seventy percent Caucasian.

Qualitative Analysis Results
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There are a variety of categories that were discussed during the interview process. The
questions came from the forms as noted previously in the dissertation however, it was an open
dialogue and the exchange of ideas was free. Below are some of the key points that were
captured during the interview process to demonstrate how police supervisors from the two
different cohorts viewed police officers with military experience as compared to police officer
without military experience. It was interesting to note that many of the short answers provided by
police officers from Survey Monkey has to do with organizational values and commitment to the
organization. This is directly linked back into the SLT and GST in that these type of responses
would lead one to believe the police officers that follow these principles are less likely to receive
civilian complaints for use of force and unprofessional behavior.
To allow the supervisors who participated in the research to remain anonymous each was
provided with a code. Each supervisor was dubbed police supervisor, or “PS”, and given a
number 1 through 20. Police supervisors numbered 1-10 are those police supervisors who
previously held the position of a field grade officer or senior non-commissioned officer in the
United States Military and had combat deployment experience. Police supervisors numbered 1120 are those police supervisors without military experience, however, they had experience with
recruiting, training, or supervising those police officers with military experience.
Lastly, there are ninety police officers that responded to questions using Survey Monkey.
The question posed was as follows:
Has your experience in the military assisted you as a police officer? Feel free to expand.
Each of the responses noted will be coded as Survey Monkey Respondent or “SMR” and
given a number 1-90.
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Leadership

The first theme that was a resounding factor among both cohorts was the leadership
displayed by police officers who had military experience. PS 7 reported that the recruits who
entered into the police academies were “head and shoulders” above the average recruits. PS 15
noted the following:
Initially the recruits all stood around as if they were confused. The guidance was put out
to them however, they simply did not react and kind of stood around. Then one of the
recruits simply took charge. I could hear him offering strong suggestions and
recommendations to the other recruits on what needed to be done. His messages were
clear but he was not saying “I” he was saying “we” which impressed me because he was
building a team and I don’t even think the others knew he was doing it. As the days and
weeks went by he established himself as a leader and both the cadre and students knew to
go to him to get things done. I later learned that he was a recruit with prior military
experience.
PS 7 stated the following:
In many instances the cadre within the police academy sought out those with military
experience and placed then in charge of the other recruits. This was done because the
leadership had to come from within the class and it also made the lives of the instructors
that much easier. It was a no brainer.
PS 16 worked in a rural police agency had a different experience regarding police officers
with military experience. He noted the following:
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One particular veteran seemed to lack patience when dealing with other police
officers who did not have the experience that he possessed. He seemed to limit himself to
a small circle and did not want to expand. A follow up question was posed to the
supervisor to see if perhaps some of the police officers who he lost tolerance for had a
“civil service” mentality and therefore they did not really care. PS 16 indicated that for
some police officers that might be the case however, this police officer resigned himself
to a very small group and was not looking to expand the group or share his knowledge or
experience with others. As a police supervisor I was not impressed with his leadership
abilities.
The following comments regarding leadership obtained in the military were made by
Police Officers who were surveyed on Survey Monkey:
SMR: 4
The military teaches it members to be assertive leaders and problem solving technics.

SMR: 7
The military helped me become a better leader and showed me how to put in a good days work
without complaining how the job sucks.
SMR: 15
The military has given me a solid foundation of discipline and leadership.
SMR: 20
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I also experienced team work, leadership, compassion, etc. In short I learned about life,
discipline to accomplish any assignment and to work as a team. Organizational and management
skills and the ability to see a strategic outcome.
SMR: 44
Leadership values and experience.

SMR: 63
I have been looked at for positions because of my leadership role in the AF.
*(AF is Air Force)

SMR: 66
The military gave me leadership skills and discipline.

Reliability
PS 17 worked in a large urban area with numerous police officers under his care. When
asked to comment on new the trait of reliability PS 17 made the following observations:

I have concern with the “new police officers” that are being hired. The new breed of
officers feel as if they are entitled and actually believe that they were doing me a favor by
coming to work and doing the least that they had to.

The question was expanded upon and the police supervisor was then asked him to
compare a police officer with military experience to a police officer without military experience.
PS 17 clarified as follows:
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Reliability. The police officer with military experience by far demonstrated great
reliability. For one, they show up to work on time, in uniform, and prepared to give me a
day’s work with no complaints and no “bullshit”. If I put them on a post or on patrol I
know the job will get done without constantly checking on them every ten minutes. It
allows me to keep an eye on the less productive officers.

PS 20 worked for a small urban police force. He remarked as follows:

I did not have to go back and double check the work that the military veterans did. I
appreciated that fact that I only had to explain things once and for the most part the police
officers, with military experience, were quick on the uptake and could get on with it. The
bottom line is that when I deal with military veterans I know what I ask them to do will
be done and I won’t get burnt.

Trustworthiness
I had developed a relationship with one police supervisor who worked narcotics for a
large metropolitan police department. He had combat experience and spent many years both in
the military and as a police officer and now a police supervisor. PS 3 indicated the following:

In this line of work there were two main qualities that are vital, reliability and trustworthiness.
Narcotics officers are often exposed to large amounts of cash and drugs. I never had a corrupt
police officer assigned to me however, I feel that police officers with military experience are just
a cut above those police officers who did not have military experience. Veterans have a certain
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level of maturity and trustworthiness that is hard to explain but it kind of like you would leave
them in your home and not give it a second thought.

The researcher pressed the issue a little and it was difficult to determine if he was actually
talking about reliability or trustworthiness. PS3 provided the following feedback:

I am well aware of the difference in definitions between the two however, I firmly
believe, and I can’t explain why, that I simply had a feeling of more trust when it came to
police officers who had served in the military. Each of the branches have a set of values,
a code by which they live, and those around them are expect to live up to.

PS 6 who worked in a smaller department with under 200 police officers noted that he
supervised several police officers who had served in the military. He commented as follows
about a police officer with military experience:

I am impressed with many of her qualities but perhaps the most impressive was
her trustworthiness. Police officers who served in the military actually cared for her
fellow officers and the public that they worked for. Many epitomized what a model
police officer working community policing should be. Many were involved in the
community and simply wanted to see it get better, they took pride both in their jobs and
the community in which they worked. I believe that many of these police officers may
have possessed these traits and characteristics prior to entering the military so in this case
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I can’t state unequivocally if it was the military that gave these polices officers their
values.

PO 8, who was still serving in the military and as a police supervisor, noted the
following:

It is very hard to notice the difference between the two categories of police officers and
therefore I am giving it a draw. I firmly believe that people come into the military or onto
the police department and by that time their characters are formed. It is the parents and
schools that developed this particular trait and in my experience I did not see the
difference between the two categories when applied to these two categories.

Mission-Focused

The researcher had the opportunity to interview a female supervisor who was both a high
rank in the US Military and a high rank in the police agency in which she works. PS 10 noted:

Perhaps the best quality that a police officer with military experience has is mission
focus. When I give a police officer a job that officer will analyze the problem, come up
with a solution, and then simply execute it. In my experience those police officers with
military experience were better able to do this. Based on those factors when I really
needed to get a job done without fail I felt comfortable giving it to one of my police
officers who was also a military veteran.
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The following comments regarding mission focused or attention to detail obtained
in the military were made by Police Officers who were surveyed on Survey Monkey:

SMR: 14
My ability to adjust fire with everyday events. Working with stress successfully. Attention to
detail. Working with hostile and difficult people to a positive resolution. Having a since of
loyalty and dedication to coworkers and civilians a like.
SMR 33:
Yes, absolutely. My empathy, patience, honesty, ability to take initiative and see a mission
through, and dedication to service was already an asset when I became a PO. Actually, it was
why I became a PO. I served on AD and continued in the NYARNG.
*(AD is active duty. NYARNG is New York Army National Guard)
SMR: 43
I have used my experience from both the infantry and military police in assessing situations and
being able to work long hours being alert.
Ability to get the job done

The researcher had the fortune to interview a supervisor from the West Coast of the
United States. This particular police supervisor worked in a large metropolitan Sheriff’s office
and did not have military experience. He provided insight as to the experiences he had regarding
police officers and their ability to simply get the job done. PO 16 made the following
observations:
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In my experience I would choose a police officer with military experience. Once I gave
an assignment to him, I knew it was done. He just would not stop until it was complete.
As a police supervisor there was nothing better than giving a person a job and knowing it
would have to be done without checking up on an individual. This is such a relief from a
supervisor perspective.

During the interview process with various police supervisors PS 11 noted:

There is really no difference between the two groups. I have had various examples
throughout my career in which I gave police officers without military experience certain
tasks and they were able to deliver just as efficiently and effectively as a police officer
with military experience.

The following comments regarding the trait of getting the job done as learned in the military
were made by Police Officers who were surveyed on Survey Monkey:
SMR: 20
I also experienced team work, leadership, compassion, etc. In short I learned about life,
discipline to accomplish any assignment and to work as a team. Organizational and management
skills and the ability to see a strategic outcome.
SMR: 22
Yes, the military has taught me strong work ethics, accountability and discipline.

SMR: 32
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The military prepared me for a rank structured and disciplined job.

SMR: 34
The military raised my awareness.

SMR: 90
The disciplined acquired in the military has helped with how to handle stressful situations.

SMR 64:
The military taught me how to work with others.

SMR: 74
Yes, it has taught me discipline and how to handle high stress situations.

Maturity

PS 11 indicated that perhaps the biggest difference with regard to maturity between
police officer’s with military experience and those without military experience is during the
vetting phase. The following statement is attributed to PS 11:

Those with military experience have been through a vetting process and therefore have
experience. Additionally, during their time in the military they have learned to clean up
social media and how to conduct themselves during an interview process. Many of the
recruits we get in who have served in the military have done their homework and when
they come in to be interviewed they know about the department from mission statement
to key personnel within the agency. They often have had training on some of the areas we
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will train on and some will even bring in resumes and certificates to demonstrate their
proficiency in certain areas. It is not surprising to learn that many of those police
candidates with military experience will practice the interview process prior to coming
into the interview.

Conversely, those without military experience often struggle during the interview
process. Many seem uncomfortable as if they were hiding something. Routine questions
that are asked of these applicants are not answered directly and their body language,
facial expressions, and demeanor are weak and do not present positively for many of
these applicants. I feel as if these applicants are evasive and not forthcoming. The real
maturity level can be seen with regard to with social media. Those who have served in
the military have learned not to expose themselves in a negative light on social media
while those without military experience seem to have difficulty in this area.

The following comments regarding the characteristic of maturity as developed in the
military were made by Police Officers who were surveyed on Survey Monkey:
SMR: 52
As a young man it taught me discipline and how to take orders. It also showed me how to live
with different people and get along even when there was racial and religious differences.
SMR: 60
The military taught me duty, honor, respect, work ethic, punctuality, courtesy.

SMR: 61
The military gave greatly enhanced my understanding of different cultures and my realization
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that people are mostly the same all over.

Respect:

Both cohorts felt that police officers with military experience were simply more
respectful. Both cohorts attributed this fact to their military backgrounds. PS 4 perceived the
following:

I can really see the difference when police officers with military experience reported as a
newbie. Those with military experience changed their body structure and demeanor
whenever a police supervisor was present. They always referred to the police supervisor
by their rank or simply by “Sir”. Sometimes the other officer teased him about sucking up
to the boss however, that did not faze him and he continued with his ways.

PS 14 stated:

I believe those officers who served in the military treated civilians with respect. They
would often refer to members of the public as Sir or Ma’am, the issue that could arise is
they were very direct and sometimes not cuddly and warm. While I never viewed their
directness as disrespectful in the world in which we live I have had to tell some veterans
to develop a less direct approach and to sugarcoat the way they talk to civilians.
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The following comments regarding respect that was learned in the military were made by Police
Officers who were surveyed on Survey Monkey:
SMR: 8
The military gave me respect for authority. Proper training of subordinates. The advantages of
team work. The need for a clear chain of command. All were learned in the U. S. Army.
SMR: 41
Yes discipline, military baring and respect.

SMR: 47
It helps with respect for authority, discipline under pressure and tactical awareness.

Combination of Leadership, Maturity, and Ability to Get the Job Done:

PS 2 stated that he could not comment on recruit training due to a lack of exposure
however, he was quick to note that he had a police officer that was a still serving as a Senior
Noncommissioned Officer in the US Army Reserve and he was also a senior leader within the
New York City Police Department. He relayed the following event during the interview:

In the fall of 2015 there were massive demonstrations that became known as the
“Occupy Wall Street Movement”. Several hundred demonstrators gathered in
lower Manhattan and prepared to occupy Wall Street. Wall Street, which was the
symbolic heart of the US financial system, was a major concern for the brass. The
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occupation inspired a nationwide movement that spread to various location
throughout the US. The New York City occupation, the first and biggest
occupation, remained the center, attracting people from all over. It challenged the
US financial system and the limited numbers of corporations and individuals who
they believed controlled a disproportionate amount of money and influence
domestically and internationally. This movement would create problems for the
New York City Police Department for a variety of reasons.
The movement formed and continued to expand. Without question the
situation was tense at best. Various police personnel were on the scene however,
the crowd was continuing to become unruly and simply would not comply with
the requests of the police. All of a sudden a police supervisor who still served as a
Senior Non-Commissioned Officer in the US Army Reserve came upon the scene.
He came on scene and seemed to have a calming demeanor over the other
officers. It’s kind of hard to explain but they felt a bit of relief. His demeanor
changed the attitudes of the police officers on the scene because he was not
intimated and simply enforced the rule of law. He set standards that he expected
the protestors to abide by and when they did not he enforced the rules. His
leadership and maturity was also respected by many of the Occupy Wall Street
leaders. His experience and conduct was respected by those police officers at the
scene and “his presence” also seemed to reduce the tension and belligerence of
the crowd thereby making the situation less tense. The police Supervisor and
many of the police officers who were assigned to his detail, most of which did not
have military experience, approached some of the agitators in the crowd and
114

began to simply talk to them. The police officers allowed members of the crowd
to vent and after some loud exchanges, hand waving, and gestures the situation
began to calm. Soon the other police officers began to relax and were more able to
deal with the protestors. A very volatile situation was brought under control
through a confident police supervisor who used his leadership, maturity, and IPC
skills to negotiate a way out of a bad circumstance.
The following comments regarding the combination of leadership, maturity, and ability to
get the job done as learned in the military were made by police officers who were surveyed on
Survey Monkey:
SMR: 36
Yes, it has helped me to better understand supervisor’s role and how to better work as a team
instead of as an individual.
SMR: 38
Yes, in initiative and discipline. Work ethic.

SMR: 41
Yes discipline, military baring and respect.

SMR 42:
I was more organized and easy to followed orders from higher up in ranks.

SMR: 55
The military taught me self-discipline, decisiveness in emergency situations.

SMR: 58
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The Army provided me with a set of values that I feel are honorable, particularly personal
courage and discipline.

SMR: 82
Yes, the little annoyances and BS doesn’t bother me too much. The Army was definitely more
stressful.

SMR: 85
Surprisingly the corps has taught me patience. Patience when dealing with the public. Also
discipline. Both physically and mentally.

SMR: 86
Training received has made transitioning to a police officer easier. High stress calls as a police
officer aren’t high stress for military members.

SMR: 87
Combat taught me to worry less and focus on things I could help with. I learned to apply OODA
loop concepts to police situations. I became an instructor in our Police Academy and professed
survival skill building.
*(The OODA loop (Observe, Orient, Decide, Act) is a four-step approach to decision-making
that focuses on processing available information, placing that information in context and quickly
making the best decision while also understanding that changes can be made as more data
becomes available.)
SMR: 89
The military gave allowed me to think fast on my feet. Maintaining my composure under stress.
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Table of Response by Category

Responses by Police Supervisors from
both cohorts and those who responded on
Survey Monkey.
He was a take charge kind of police officer.

Theme

Leadership

The shift respected him because of take
charge attitude.
His experience and conduct was respected
by those police officers at the scene and “his
presence” also seemed to reduce the tension
and belligerence of the crowd thereby
making the situation less tense.
There was not one person that questioned his
authority, from other cops to the people on
the street.
The military has given me a solid foundation
of discipline and leadership.
Even if you didn’t ask he was there and
always provided direction.
He always took the newbies and gave them
some type of direction.
He always cleared things up for
subordinates.
He always had a group surrounding him as
he explained things to others.
Steadfast, no other way to describe his
approach.

Reliability

He was consistent across the board. All I had
to do was give it to him and it was done.
The police officer with military experience
by far demonstrated great reliability. For
one, they show up to work on time, in
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uniform, and prepared to give me a day’s
work with no complaints and no bullshit”.
Solid, I can’t think of any other way to say it.
He was like a rock.
You just knew it would be done.
Never have to double check.
I could set my watch to him.
As honest as the day as long.

Trustworthiness

She was as honorable as they come.
When I think of him standing there I think of
integrity.
He wouldn’t know how to tell a lie.
He could have been a priest.
When he told me something I never had a
doubt it was the truth.
She would rather not answer a question than
tell a lie.
I would trust him with my kids.
Like a dog with a bone.

Mission-Focused

I just knew it was going to get done.
He was a persistent SOB.
He would simply not abandon his post.
Perhaps the best quality that a police officer
with military experience has is mission focus.
When I give a police officer a job that officer
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will analyze the problem, come up with a
solution, and then simply execute it. In my
experience those police officers with military
experience were better able to do this.
Once I gave it to him, I knew it was done.

Ability to Complete Tasks

He just would not stop until it was complete.
There was no quit in him.
She was in, hook, line and sinker.
There was not stopping him.
Just get it done.
Wisdom and maturity beyond his years.

Maturity

He did not act his age.
He was like a seasoned pro.
He had more common scene and maturity
than most of the supervisors he worked for
.
I wish I could give some of her brains and
maturity to the rest of them.

Researcher’s Personal Bias & Knowledge
To ensure a fair and impartial product, personal biases were set aside and the data
reported as it is presented (Creswell, 2007). In this case the bias were eliminated due to the fact
that the resulting themes were derived from participant responses to seventeen questions that
were presented to those being interviewed in the form of a checklist. The checklist requested the
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supervisor to select between the two categories of police officers. The data simply was recorded
and was not manipulated. Additionally, comments were included from those police officers with
military experience who were survey on Survey Monkey.
The researcher has vast experience in the field of criminal justice. He is a retired NY
State Peace Officer with approximately 34 years of experience in the Unified Court System of
the NY State Courts. He served for almost ten years as a NY State Court Officer, a NY State
Court Officer Sergeant, and completed his uniformed time as a NY State Senior Court Officer. In
that capacity he received various training and has worked with a variety of law enforcement
officials and police agencies. He is also a Major General in the United States Army Reserve and
commands the 200th Military Police Command. He deployed to various locations around the
globe and has served with various interagency partners and intelligence agencies that are
affiliated with law enforcement. He has been a member or the Rockland County Sheriff’s office
Anti-Terrorist Analytical Group (ATAG) for over 14 years. ATAG is comprised of senior
federal, state, and local police and law enforcement officials. ATAG is a “Think Tank” which
generates ideas and concepts and to assist in reaching conclusions as to the necessity and
feasibility for intelligence and security procedures in order to mitigate terrorist threats in the
Rockland community. He has formal education in the criminal justice arena to include a BA and
MA in Criminal Justice. Although the researcher is familiar with the field of policing and has
personal relationships with various police officers represented throughout the chain of command,
he does not have the firsthand knowledge or experience supervising police officers in the area of
law enforcement in the United States of America.
The affiliation, friendships, and bonds that have been established and formed over an
extended career beyond thirty years in law enforcement and the military has enabled him to gain
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access to the data for this research. He is now a guest lecturer at the Rockland County Police
Academy teaching supervisors leadership and ethics. He was a member of the Fraternal Order of
Police
The following categories documented are an aggregate from police supervisors in the two
cohorts who agreed to take part in the qualitative research. Note a third category, labeled “draw”
has been added. This category was added based on the fact that those supervisors being
interviewed simply could not choose between the two groups and indicated, with regard to their
perception there was not a difference between a police officer who had military experience and a
police officer who did not have military experience. The data is based on the twenty interviews
and each trait should have twenty responses.
TABLE 8 Interview tabulation
Overall Trait

Officer with
military
experience

Officer with no
military experience

Draw

Police officer training (The Academy)

18

1

1

Leadership

19

0

1

8

8

4

20

0

0

17

0

3

Interaction with civilians

Interaction with supervisors

Ability to work with other officers
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Ability to get the job done
16

0

4

14

4

2

19

0

1

6

6

8

17

1

2

19

1

0

9

4

7

15

1

4

10

4

6

10

4

6

16

0

4

20

0

0

Problem solving

Overall level of maturity and
responsibility
Intelligence

Commitment to the organization and
the organization’s values
Appearance

Ability to complete paperwork

Overall abilities as a police officer

Interpersonal skills

Communication skills both oral and
written
Trustworthiness

Physical conditioning

Responses were classified: Overwhelming, eighty percent or better; Majority, sixty – seventy
nine percent; Even, fifty percent or when a police supervisor classified the comparison as a draw,
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being no difference between the two groups. For rating purposes, draws were eliminated to
narrow the focus to the two main choices.
The qualitative data captured and recorded from interviews based on the questions answered
and the respondent’s personal experiences were then reviewed and combined into meanings by
overall traits. As noted previously, the sampling plan in this research, was purposive, meaning
that those supervisors interviewed were selected to serve a specific purpose. The notes from the
interviews were reviewed and key portions of the responses were then studied, revised, and
documented to increase trust in the validity of the researcher’s conclusions by demonstrating
overall reliabilities. The purpose was to seek corroboration and then use the converging
comments to demonstrate consistencies. The documentation of these concepts and ideas will
enable those reviewing the research to evaluate the conclusions reached based on their logical
similarities (Billups, 2012). Each of the overall traits which were provided to police supervisors
are listed below and the results discussed.
Police officer training (The Academy):
Police recruit training is the first phase of transitioning from a civilian into a police officer.
This initiation serves as the formative knowledge for any police recruit and during this process a
police recruit gains the necessary knowledge and skills to enter the profession of being a police
officer (White, 2008). Police recruits are treated similarly to personnel entering basic training in
the US military. They are stripped of individual characteristics and developed to think as a group
and to come together as one (Chappell & Lanza-Kaduce, 2010).
Police academies are vital to the organization to assess recruit’s values and potential to serve
as a police officer. The police academy is the initial venue to assess a recruit’s integrity
(Blumberg, Giromini, Jacobson, 2016). Police academies are the correct institution to develop
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police recruits socially and to develop them into a successful law enforcement officer (Chappell
& Lanza-Kaduce, 2010; Haarr, 2001). While most people believe that police academies are the
proper forum to transition civilians from police recruits into a trained police officer it is
important to note that some police officers who graduate police academies do not agree. Almost
one-third of the police graduates from the Oakland Police Academy believed that training was
inadequate and they were not prepared for their duties as a police officer (Sedevic, 2012). This
statistic is extremely important because there is a direct relationship between the training police
recruits receive in police academies and the behavior they display to the public when on patrol
(Bykov, 2014).
Police supervisors reported that police officers with military experience overwhelmingly
performed better in the police academy than police officers without military experience. The
most recurring theme is that each police officer with military experience had been through a
form of basic training with the military. In that capacity, they learned the necessary discipline
from the military and were able to move through the police academy with ease. In many
instances, specifically large metropolitan police forces, police supervisors reported that the
police recruits with military experience were placed in charge of other recruits based on
leadership and experience. Police supervisors noted that many police recruits with military
experience were “disappointed” or “let down” by the academy. Police supervisors reported that
these police recruits expected more from the academy and were often disappointed by the
instructors and their fellow classmates based on their lack of commitment and physical fitness
abilities. Some police supervisors claimed that the police academy did not prepare recruits for
the realities of being a police officer. The training had deficiencies. Some police supervisors
reported that the training and experience that a police officer with military proficiency enabled
124

the police recruit to overcome any of the deficiencies within their police training and perform
admirably upon his graduation from a police academy. PS: 15 indicated the following:
I spoke to a police officer that just finished the academy. He told me it was a letdown.
Some of the other candidates couldn’t even spell PT (Meaning Physical Fitness). Worse
yet, they got to graduate.
Police supervisors expressed that police recruits with military experience were
overwhelming superior to police candidates without military experience in the physical training
which is part of the police academies curriculum. Those police officers with military experience
were able to run for extended periods of time and daily calisthenics were not challenging to
them. Experience with firearms, specifically range and weapons safety and understanding how to
“play the game” set these police recruits apart from peers. Examples of “playing the game”
included attending formations with all of the correct gear and uniforms as instructed by the
schedule, group leaders, or the police officer in charge of training. They often appear early for
formations when peers may be late or struggle to attend formations or classes on time. Police
candidates with military experience were able to adapt to yelling and the demeaning aspects of
academy training when compared to their civilian peers. They knew it was not a personal attack
and just “part of the game”. PS: 7 made the following observations:
Formations, physical training, and weapons were second nature to the vets. This was not
their first rodeo and they knew how to play the game, cooperate and graduate.
SMR: 17 added the following:
The military improved my organization and certainly confidence knowing most people I
work with likely wouldn’t have been able to endure what I experienced. In boot camp
125

alone there was a suicide, self-mutilation, an accidental shooting etc. I also experienced
team work, leadership, compassion, etc. In short I learned about life.

The chart below provides an overview of the subjects that are part of a police academies
program of instruction. Specifically, there are highlighted portions in italics. The areas
highlighted by italics are items that a police candidate with military experience would have
received training on while serving with the US Military (Reaves, 2009). The point of introducing
the chart below is to demonstrate to the reader that many of the subjects that a police recruit is
expected to train on and master prior to graduating a police academy is often a refresher training
for those police recruits with military experience.
Chart 1 Law Enforcement training while serving with the US Military
Training Topic

Percent of academies
providing training in
topic area

Average number of hours of
instruction required per
recruit*

OPERATIONS

Report writing

99%

25 hrs

Patrol procedures

98

52

Investigations

98

42

Traffic accident investigations

98

23

Emergency vehicle operations

97

38
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Basic first aid/CPR

97

24

Computers/information systems

61

9

99%

60 hrs

Firearms skills

98

71

Use of force

98

21

Non-Lethal weapons

88

16

98%

8 hrs

Health and fitness

96

49

Communications

91

15

Professionalism

85

11

Stress prevention/management

81

6

WEAPONS/DEFENSIVE
TACTICS/USE OF FORCE

Defensive tactics

SELF-IMPROVEMENT

Ethics and integrity

LEGAL EDUCATION
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Criminal/constitutional law

98%

53 hrs

Traffic law

97

23

Juvenile justice law/procedures

97

10

*Excludes academies that did not provide this type of instruction.

Leadership:
There are common characteristics that many police supervisors believe are associated
with leadership and being an effective police officer. Those characteristics are practical
intelligence, self-assurance, good interpersonal skills, and achievement motivation (Mills &
Bohannon, 1980). Police supervisors reported that police officers with military experience
overwhelmingly displayed better leadership traits than police officers without military
experience. It seems that police officers with military experience had ideals and a vision
regarding their roles as police officers. They motivate other police officers by setting the
example and therefore encourage other police officers to work harder. Police officers with
military experience think unconventionally and use learned techniques to help motivate fellow
police officers. Those officers with military experience build cohesive teams through setting high
standards for themselves in attempts to motivate fellow police officers. These goals may be
working to improve physical fitness, trying to learn new techniques or studying for selfimprovement to include promotional tests. SMR: 18 added the following:
The military gave me discipline to accomplish any assignment and to work as a team.
Organizational and management skills and the ability to see a strategic outcome.
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Many police supervisors with military experience stated that in the absence of a police
supervisor on the scene of a crisis, it would frequently be the police officer with military
experience who would take the leadership position to assume command of the scene. Those
police officers with military experience were quicker to assess a situation and recognize the
appropriate personnel and resources needed for a tactical level decision. PO: 5 provided the
following example:

The leadership style requires leaders to quickly assess a situation and recognize
the appropriate personnel and resources needed for a specific mission. The nature of
police work is both high-risk and dynamic and it is important for a leader to navigate
through evolving and often dangerous circumstances. Possessing the ability to digest
information quickly and make decisions under pressure is paramount. Situational
leadership is sometimes reactive and police officers with military experience often have
the innate ability to assess and resolve these types of issues.
Many police officers with military experience have attended some type of leadership
class. Several police supervisors with military experience noted that most police officers do not
receive leadership training until they pass promotional exams and are about to be promoted. In
many instances, formal leadership classes attended by police supervisors with military
experience are similar to the classes throughout their careers in the US military.
Leadership encompasses creativity. Good leaders create an environment that encourages
all team members to develop their skills and work towards developing others.
Interaction with civilians:
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The interactions between police officers and civilians showed little to no difference
between police officers with military experience and police officers without military experience.
Although, many police supervisors believed that police officers with military experience have
difficulties dealing with civilians. Police officers are very visible and accessible representatives
of the municipality served especially if the police officer is in uniform and working his tour
doing routine motor patrol, assigned to a post, or “walking a beat”. Based on this level of
visibility and accessibility by the public, many civilians will turn to the police to seek
information, help them resolve an issue, or call them when there is a crime or emergency. How a
police officer responds to an inquiry often determines how that interaction will proceed and how
a civilian will perceive the police. Simply, police officers are ambassadors for the local
municipality.
Many supervisors reported that police officers with military experience are rigid in their
interaction with civilians. As perceived by police officers with military experience, problems are
“black and white” with little “gray” area and potentially treat civilians as if recruits. This is not a
good method for dealing with the public. Citizens lose trust and confidence in the police officer
on the scene and a diminished opinion of police officers in general. Additionally, this type of
approach often leads to an escalation of the original problem. SRM: 66 adds credibility to these
comments when he states the following:
I have no empathy for some of the pettiness of civilians.

PS: 16 added the following:
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I found no major difference between the two groups. As a matter of fact I found that the
police who had military experience had more difficulty dealing with the public. They
were not receptive to listening.

Some police supervisors who are veterans themselves noted that current police officers
with military experience are different. This is particularly true if that police officer has been
deployed overseas. Today’s combat veteran has been engaged in counterinsurgency warfare and
trained to win this war “is to win hearts and minds”. A police officer must work to develop
community relations and avoid escalating minor issues. Perception is reality and the police of
this generation are losing the battle of the narrative. A more disciplined police officer with the
ability to negotiate and resolve conflict creatively rather than force alone is necessary. One
former veteran, SMR: 2 noted his own experience:

I was a services technician in the air national guard so I predominantly worked in the
base kitchen. I work basically in customer service so you learn to deal with people.

SMR: 1 explained it as follows when asked if having military experience was beneficial
to his duties as a police officer:
It was as an advantage. My concern for the public made me treat them fairly and
respectfully.
SMR: 50 provided the following input:
It also showed me how to live with different people and get along even when
there was racial and religious differences.
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PS: 8 made the following observations:
Veterans are more direct in years 0-2 of their policing career. As the veteran becomes
more experienced and educated in his role as a police officer, this direct method seems to
subside and human compassion is more evident. Police officers with military experience
have the innate ability to control situations with their verbal commands, although direct,
whereas the police officer without military experience may lose control of a situation and
escalate the crisis accidentally.

Interaction with supervisors:
Often police organizations are viewed as militaristic and supervisors are expected to
disseminate information through the chain of command (Trojanowicz, 1980). Police supervisors
reported that police officers with military experience were overwhelming better to interact with
their supervisors than police officers without military experience. Examples to support the idea
that police and military structure are similar include centralized command structures, rank
structures, roll calls, uniforms, routine inspections, and a police academy that attempts to
replicate basic training.
According to the majority of supervisors interviewed, police officers with military
experience respect and utilize the chain of command. Police officers with military experience are
less likely to ask why when directed to do something. A police officer with military experience
may ask supervisors questions to clarify the guidance or instruction that the supervisor provided.
Many supervisors believed that those police officers with military experience were their “go-to
officers”. When a police supervisor needed an assignment completed, they count on the police
officer with military experience. Supervisors noted that many police officers with military
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experience are more active police officers. They produce more statically like making more
arrests or issuing more summons. Often these individuals volunteer to assist a supervisor
needing assistance. Supervisors with military experience discussed the values that each branch of
the military imparts onto their respective members. Service members are taught formally and
through personal experiences that volunteers and those who assist with extra projects usually
progress with their military careers. PS: 9 and SMR: 8 added the following:

PS: 9
The new officers today are kind of hard to deal with. They don’t seem to have much
respect for those with time on the job or rank. I don’t know what goes on behind closed
doors but when I meet officers in the street those with military service are by far way
more respectful, hands down.

SMR: 8
The military gave me respect for authority. Proper training of subordinates. The
advantages of team work. The need for a clear chain of command. All were learned in the
U. S. Army.

Although outdated, a form of transactional leadership still occurs in any organization,
including police agencies. Transactional leadership is premised on the concept of quid pro quo
between supervisors and subordinates. In this exchange, the police officer does his job or follow
the orders of the supervisor, and the police supervisor will ultimately reward the police officer
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upon completion of the tasks at hand. As the relationship progresses and the assignments change,
patrol officers are afforded more discretion. This creates a supervisor and patrol officer
relationship. The police officer is encouraged to develop creative problem-solving techniques
(Engel, 2002).

Ability to work with other officers:
Police supervisors reported consistently that police officers with military experience were
more capable to work with other police officers than those police officers without military
experience. Many of the supervisors interviewed believed that police officers with military
experience were integrated into formation within the military and simply learn to get along while
remaining mission focused. Police supervisors with military experience were quick to add that
many times within a military organization, individuals may not relate well. However, for the
sake of the organization, the mission must continue. Police supervisors noted that police officers
with military experience were more adaptable with changes based on their experiences in the
military. One police supervisor used the term “plug and play” to describe the ease at which these
police officers seamlessly transitioned between organizations within the formation. This was
particularly true with special details such as a security detail, an important visitor arriving, or for
special events such as parades or a sporting event which may occur within a geographic area.
PO: 6 provided the following example:

I can remember instances where I am short personnel based on vacation or people calling
in sick. Sometimes you have to partner individuals with others and this can be a
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nightmare based on personalities. For the most part my veteran officers just take the
assignment and move on, no issues. Many others complain and tell me they don’t want to
work with certain people.

There is more diversity within the law enforcement community than ever before. The
Law Enforcement Management and Administrative Statistics data collection (LEMAS Survey)
found that twenty seven percent of full-time sworn officers are racial or ethnic minorities.
African American and Latino officers comprise around twelve percent, while other minority
groups, including Asian American, Native Hawaiian, or other Pacific Islander and American
Indian or Alaska Native, collectively comprised three percent. The LEMAS survey found similar
demographics in the nation's sheriffs' offices. Females comprised fourteen percent of full-time
sworn officers were female, twelve percent of the first-line supervisors were female, racial
minorities comprised twenty two percent of those officers with Latino officers making up the
largest share at eleven percent, closely followed by African-American officers with nine percent
(Gupta & Yang, 2016)..
Ability to get the job done:
The goals of a police organization or department may be difficult to define making it
problematic to identify and measure quantitatively police productivity. Police supervisors
reported that police officers with military experience were overwhelming superior to police
candidates without military experience regarding their overall ability to get the job done. While
both cohorts displayed the ability to get the job done, many police supervisors found that police
officers with military experience were mission-focused when it comes to police work. Police
supervisors noted that many military veterans required little to no supervision. Some police
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officers with military experience noted a common phrase used in the military known as
commander’s intent. The commander's intent is used by military commanders to provide
guidance to their subordinates. It describes the desired end state. It is a concise expression of the
purpose of the operation and why the operation is taking place. Some police supervisors noted
that given an overall objective or guidance, police officers with military experience could
complete the job.
Police supervisors noted that during period of distrust and hostility between police and
the community, especially those who reside in minority communities, it is important to enhance
relationships. Police supervisors relayed the fact that police officers with military experience are
sophisticated in this regard. Many police supervisors attribute this to the diversity within the
military as well as the time those serving in the military spend in diverse communities to include
overseas deployments. PS 14 stated the following:
It’s hard to measure as a metric, but overall I would simply say I could count on the
veteran to get the job done.
Problem solving:
Problem solving is when the police officer simply takes care of business on his own with
little or no help from a police supervisor. The police officer is expected to take action based
alone or with others to address a situation or crisis which required the police officer being called
to the scene of a police situation. A police officer is expected to reduce or eliminate criminal
activity, or the conditions that contribute to them based on his geographical area of responsibility
(Bichler & Gaines, 2005).
The majority of police supervisors reported that police officers with military experience
were better at problem solving than police officers without military experience. Supervisors
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noted that police officers with military experience adopt no-nonsense approach to problems and
simply get the job done. Those supervisors with military experience noted that police officers
with military experience apply a form of analysis learned in the military to problem solving. This
includes the military decision making process (MDMP). The MDMP is the Army’s analytical
approach to problem solving and a tool within an organization to plan. The MDMP is long and
drawn-out process however, those with military experience are taught to analyze, and consider
the end results to include secondary and tertiary impacts. Another technique used by police
officers with military experience is the OODA Loop. The OODA Loop is a four-step decisionmaking process where the individual observes, orients, decides, and acts. Both systems are
similar to a problem solving technique used by many police agencies know by the acronym
SARA. SARA, which entails four steps: (a) scanning the environment for problems; (b) analysis
of identified problems; (c) response to the problem; and (d) assessment of outcomes as a result of
the response (Bichler & Gaines, 2005). Regardless of the systems utilized, police supervisors
believed that police officers with military experience are better at solving problems than their
counterparts without military experience. PS 3 provided this example:

During our planning for narcotics operations I could see that those with military
experience had the ability to really plan and get into the weeds. They not only considered
the operation itself but also the logistical resources required for the job.

Supervisors with military experience noted that police officers with military experience
and combat deployments have faced an array of problems and have to think creatively in order to
resolve these problems. PS: 4 noted:
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The Germans said that war is chaos and the reason the US military is so good at war is
that every day in the US military is chaos. There are always problems within an
organization from a scheduling to logistical difficulties. In many cases police officers
with military experience have been exposed to issues, been part of the chain of command
to resolve issues, or seen the process used to resolve those issues. For those in Iraq and
Afghanistan, they dealt with various issues such as key leader engagements or trying to
execute a counterinsurgency plan in villages and towns in Iraq and Afghanistan. They
had to be on their game and solve issues on a daily basis.
Overall level of maturity and responsibility:
Police supervisors reported that police recruits with military experience were
overwhelming superior to police officer recruits without military experience with regard to their
overall level of maturity and responsibility. Many police supervisors from each cohort felt that
police officers with military experience exhibited more maturity than civilians who were
screened, vetted, and trained to become a police officer. This has been seen in the police
academy, probationary periods, and throughout their careers. Many police supervisors reported
that police officers did mature and become more responsible as their career progressed however,
not all of the police officers without military experience achieved the maturity of their peers.
Police officers with military experience gain a level of maturity and responsibility
through military training. Maturity and responsibility is an individual requirement and
obligation. Every police officer, from probationary officers to the police supervisors, are
expected to continue developing these traits. Police officers with military experience once
belonged to, or continue to serve in an organization that relies on individuals to demonstrate
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maturity and responsibility, and as a result they bring these attributes with them to a police
agency. According to many supervisors these characteristics are readily apparent. Police officers
with military experience have more fear of getting in trouble than a police officer without
military experience. Police officers with military experience understand the repercussions of not
upholding the organization's values. This relates back to SLT and GST in that regardless of what
a police officer may see or learn from others, he will be held accountable for his own actions.
Additionally, if he overreacts and becomes abusive due to anger, or frustration, he too will be
held accountable and may have to answer to supervisors or possibly face criminal charges.
Police officers with military experience had oversight in the military which has led them to
develop and become more mature and responsible when compared to their counterparts without
military experience. PS: 17 provided the following note:

The one thing I noticed more about those with military experience is they understood
consequences. They did not think about the here and now but what could happen as a
result of their actions. This also was easy to observe in after duty events as well. They
just seemed more cautious in their approach to things.
Intelligence:
Police supervisors reported that police recruits with military experience were equal
when compared to police candidates without military experience in regard to intelligence. This
category was difficult to answer. Most police supervisors requested clarity in definition of
intelligence. The definition was left ambiguous to create dialogue between the researcher and the
police supervisor being interviewed. Eight police supervisors noted that the two groups were
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evenly matched and police supervisors with military experience and police supervisors without
military experience were about evenly split.

Intelligence is hard to define and can be measured strictly by educational level. This
could equate to academic standing in the police academy or college graduate or earned a
master’s degree or higher. Research continues to examine the relationship between higher
education and policing. Research evidence suggests that a college educated police officer is less
authoritarian than a police officer without a college education. This research also indicates that a
more educated officer leads to a value system with more flexibility especially in relating to
minority groups (Paterson, 2011).

Some have an adverse opinion and would argue that experience is the greatest teacher for
a police officer. Policing is best learned while actively practicing the police profession, or on the
job. Under this concept, a police officer develops his performance skills by encountering various
situational aspects through actual policing. Some contend that policing is more like a craft than a
science that cannot be taught through formal education (Bayley & Bittner 1997).
Intelligence could refer to common sense. Does the officer have good common sense and
is able to complete his assignments? Lastly, some supervisors believe intelligence may equate to
a street-smart police officer with certain characteristics that is able to utilize and perform
effectively. Police supervisors place a great value on common sense knowledge, considering it
critical for an officer to be able to do his job and survive on the street. Police officers must be
able to anticipate uncertainty and consequences and translate common sense knowledge into
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action. In order to gain respect and be perceived as having the characteristic of common sense, a
police officer must act quickly and decisively (McNulty, 1994).
PS: 11 indicated the following:
There are so many ways to define intelligence. I like the police officer who
simply knows the job, the people he has to deal with, and the area he patrols.
Intelligence to me is defined not by degrees rather hand’s on experience and I
don’t really see a difference between the two groups.
Commitment to the organization and the organization’s values:
Police supervisors reported that police officers with military experience were more
committed to the organization’s values than police officers without military experience. Most
police supervisors believed that seeking police recruits and hiring candidates who share the
values and vision of the police department is important. This again supports the notion that
police officers who live the core values are less likely to become involved in nefarious activity as
was discussed under the concept of SLT.
Police supervisors with military experience were quick to add that each military branch
have specific set of values. Many police officers with military experience have the training and
experience of working in a value-oriented organization. PS 17: used the following to exemplify
the point:
I can tell you that I have United States Army experience. We have seven Army Values -Loyalty, Duty, Respect, Selfless Service, Integrity, Honor and Personal Courage. These
values are instilled into new recruits and continually discussed with them throughout their
careers. If a Soldier does not uphold these values, it can result in separation from the
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military. I noted that many veterans continue with those sets of values and often police
values are very similar.
SMR: 56 noted the following:
The Army provided me with a set of values that I feel are honorable, particularly
personal courage and discipline.
SMR 58: made a similar observation:
Duty, honor, respect, work ethic, punctuality, courtesy.
SMR: 45 added the following:
Can’t go wrong with people if you live the army values.

Supervisors without military experience noted that during the recruiting and screening
process, more police agencies prefer to hire candidates with a positive work attitude and whose
who reflect the values and goals of the law enforcement agency. Many felt that police officers
should possess unyielding integrity and used various screening methods in an effort to eliminate
individuals without this value. In many instances, police supervisors want candidates to provide
truthful answers during the screening process rather than a perceived correct answer.
Appearance:
Police supervisors reported that police officers with military experience overwhelming
maintain a more professional appearance than police officers without military experience. Most
police supervisors believed that the experience gained from the military has instilled self-pride
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and discipline which transcends into their police careers. Police officers with military experience
take pride in their appearance taking the time to iron their uniform and shine their shoes.
A police officer is judged immediately by the appearance portrayed in uniform. The
authority associated with a police uniform is an important factor beginning the interaction
between a civilian and a police officer. Consequently, the police uniform influences attitudes and
behaviors during interactions. The appearance and demeanor of a police officer can set the initial
tone of the incident and may have a psychological impact on the citizens. If a police officer does
not present a professional appearance based on his inability to maintain a proper uniform, he may
have more difficulty in a tactical level situation. PS 4 provide the following insight:
If a police officer gives the appearance of a hair bag then that’s how he will be treated.
Conversely, if a police officer gives the appearance of a professional, then he will set the
necessary tone from the onset and the interaction more than likely go the officer’s way.
SMR: 6 used his own experience to make the following comment:
I was taught to always be flexible in my reactions to any given situation. Having learned
to always have an immaculate uniform stopped a lot of want to be trouble makers in their
tracks. I was always ready for anything at any time from any direction.
A police officer’s uniform appearance conveys power and authority. Research has
indicated that the uniform appearance of an officer may have a powerful impact on how people
will perceive them (Johnson, 2001). The authority of the police officer’s presence in uniform
may enhance the ability of officer to accomplish his assigned duties. Research shows that the
image conveyed by clothing may depend upon the context within which it is worn (Volpp &
Lennon, 1988).
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Ability to complete paperwork:
The majority of police supervisors reported that police officers with military experience
completed paperwork more efficiently than police officers without military experience. But,
seven out of twenty supervisors interviewed believed that there were no difference between the
two cohorts. Many supervisors reported that a good police officer is expected to provide accurate
details about their activity in a clear concise product that is understood by those who read it.
Very few instances do not require a police officer to capture in detail some type of permanent
record through the use of a written document. A police officer is expected to accurately record
information concerning his daily activity and present it to supervisors and prosecutors who were
not at the scene of the event.
Police supervisors felt that police officers without military experience who had acquired
additional formal education wrote better than police officers with military experience. This could
be true due to police recruits requiring college credit if they do not have military service. Other
police supervisors noted that police officers with military experience were more direct and
concise. They were better able to answer the who, what, when, why, and how questions of a
report. Police supervisors with military experience attribute this style to the military writing style
which using the bottom line up front, or BLUF methodology of writing. Police supervisors with
military experience noted that military leaders understand the writing concept of clear and
concise. PS: 18: annotated the following:

I think cops overall are lousy writers. The vets can get right to the point. Overall those
with more education seem to write better.
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Overall abilities as a police officer:
Police supervisors reported that police recruits with military experience were
overwhelming superior to police candidates without military experience regarding their overall
abilities as a police officer. Some police supervisors believed that veterans are accustomed to a
more disciplined and structured environment and the paramilitary construct of a law enforcement
agency was conducive to their personality. They could adapt to the role of a police officer, the
environment, and working conditions more rapidly than their civilian counterparts. Additionally,
many military experiences can be related to policing to include physical training, chain of
command, first aid, crisis action response, and the handling of weapons. These experiences are
advantageous. A police officer with military experience ability to work with others in
uncomfortable situations is an attribute that is difficult to find. Transitioning to a police officer is
less difficult to those with military experience as they are used to being in unpleasant
environments.
Interestingly, none of the police supervisors discussed quantitative measurements used to
measure police performance. There was no discussion of arrest rates, traffic summons, cases
solved, or declining crime in a particular sector. Police supervisors did discuss issues like
community-related activities. Some supervisors noted that military veterans are more active in
the community and as a result of these interactions with the local community it may help to
reduce criminal activities.
Most comments about subjective criteria referred to trust and reliability. Police
supervisors noted that many of the police officers with military experience are fully cognizant of
the fact that they directly represent the police organization and any type of improper behavior
reflects poorly on the department and the other members of the law enforcement agency. A
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police officer with military experience realizes that the current environment is not pro-law
enforcement and they are aware of the political ramifications and negative press which may be
associated with their actions.
Interpersonal skills:
All police supervisors interviewed believe that a police officer’s interpersonal
communication skills are an extremely important trait for a police officer to have or develop.
Police officers regularly come into contact with the public through a variety of different
interactions such as traffic infractions or accidents, criminal investigations, and domestic
disturbances. Interpersonal skills among police officers should be at the forefront of an officer’s
basic training and included in an officer’s professional development (McDermott & HulseKillacky, 2012). Research concluded that the ability of a police officer to use interpersonal
communication when dealing with citizens contributes to creating a safer community (Connell,
Miggans, & Mc Gloin, 2008).
The majority of police supervisors believed that police officers with military experience
had better interpersonal skills when dealing with the public. The police supervisors with military
experience believed that police officers with military experience were exposed to more diverse
population both in the military and areas traveled to or deployed. Many officers with military
experience developed the ability to interact well with others including both fellow police officers
and the citizens. Police supervisors believe that police officers with military experience had an
advantage over their counterparts without military experience. They had the ability to stand in
front of crowds and were better able to handle crowds than a police officer without a military
background. Police officers with military experience have the ability to communicate effectively
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using body positioning, hand and arm signals, and inflexions in their voice commands. PO 6
remarked as follows:
Nothing like watching a former Soldier giving direction to a crowd, they stand
right out.
The one negative aspect in regards to police officers with military experience was a lack
of patience with civilians. PS: 3 provided the following vignette:
Suppose a police officer with military experience was called to a dispute in Starbucks
between a customer and an employee, now mind you this is a hypothetical example. The
customer alleges that a Blonde Roast was ordered and a Featured Dark Roast was
received. The police officer with military experience responded with a comment to the
effect of “why are you wasting my time”. Police officers with military experience are less
tolerant and seem to openly challenge civilians if their time is being wasted over nuisance
calls. One thing I noticed is that police officers with military experience were more direct
when dealing with the public.
Communication skills both oral and written:
The majority of police supervisors reported that police officers with military experience
surpassed police officers without military experience in the area of communications skills, both
oral and written. It was noted that police officers with military experience were better in oral
communications. When dealing with police supervisors, they were able to give a quick detailed
summary upon arrival on scene. The police supervisors with military experience noted that
police officers with military experience put the bottom line up front and answered who, what,
where, why, and when.
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In regards to public speaking, police supervisors noted that police officers with military
experience were superior to their counterparts without military experience. Police supervisors
noted that the average police officer has numerous engagements with the general public. These
include responding to calls, attending community meetings, and making traffic stops. Those
experiences create lasting impressions and set the precedence for future police and community
interactions making police oral communications skills important. If a citizen feels they were
treated poorly, or a police officer could not control a situation based on the inability to
communicate properly, there are ramifications. These consequences may have an immediate
effect on the tactical situation or a long term perception if the public loses confidence in a policecitizen engagement. Police supervisors did note that police officers without military experience
can improve oral communication and be effective throughout his career.
In regards to written communications, police supervisors from both cohorts felt that
generally, police officers are ineffective in their written communications. Simply, police officers
lack basic writing skills. Police supervisors noted that police officers write many tickets and
reports, which may be used in courts of law. Police officers are expected to produce professional
reports free of grammatical and spelling errors. Police supervisors reported when police officers
lacked military experience, however possessed a college education, they usually surpassed police
officers with military experience with regards to their written communication skills. Regardless,
if the police officer has prior military experience or not, if they both have a college degree then
writing skills are about equal. Without question, police officers with more education are better
writers according to both supervisory cohorts. As noted previously, PS: 18: annotated the
following:

148

I think cops overall are lousy writers. The vets can get right to the point. Overall those
with more education seem to write better.
PS: 8 made the following comment:
When it came to crowd control and giving directions at mass events those with military
experience were much better. I attribute some of that to just everyday life in the military.
Trustworthiness:
Police supervisors reported that police officers with military experience were more
trustworthy than police officers without military experience. The definition of trustworthy can
vary and was purposely left ambiguous. Regardless of one’s definition of trust, most respondents
indicated that trustworthiness is built upon a police officer’s interactions with other police
personnel and the public. This trust is the foundation for which individuals, both police personnel
and the public, perceive how they will be treated by an individual in the future. This question
resulted in a variety of subjective responses from police supervisors in both cohorts.
Public trust in the police can enhance police effectiveness and the legitimacy in the eyes
of the public that they serve (Goldsmith, 2005). Trustworthiness and police interactions with the
citizens needs a conceptual definition. A trustworthy police force can be defined as one that is
fair, possess shared values with fellow police officers and the community in which they serve,
and a strong commitment to the local community (Johnson & Bradford, 2010).
Most of the police supervisors responded that trust was an individual characteristic. One
of the major themes developed in this interview is unconditional support. When an officer was in
trouble, both physical and some type of departmental issue, the police officer with military
experience outscored the police officer without military experience. There is a perception
amongst the police supervisors that police officers with military experience have experienced
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many challenges and therefore, they are more likely than others to support fellow police officers
in difficult situations.
Physical conditioning:
Police supervisors consistently reported that police officers with military experience
performed better in the police academy than police officers without military experience. It is
noteworthy that this was a unanimous score. Most police supervisors indicated that it was
important for potential police recruits to demonstrate a level of physical fitness before entering
the police profession. A police officer’s work can be sedentary in nature but at times can be
physically demanding and officers need flexibility and the capability to engage in strenuous and
potentially dangerous physical activity. Strength and endurance are an advantage and those
police officers with military experience are more prepared when they enter policing and maintain
that advantage throughout the academy. As police officers progress in their careers and age, their
body weight and physical conditioning is not the same as when they were young. However,
police officers with previous military experience are more likely than their counterparts to keep
physical conditioning as part of their daily routine. PS: 7 stated the following:
There is simply no comparison between the two groups. Those with military
experience far outshine those that do not have it. They are also more likely to
keep PT as part of a lifestyle and not just do it to get by the academy.
Several of the participants said that fitness should not be viewed as simply a one-time
test, or a trait that is applied during the academy but rather one that is maintained throughout
their career. Many police supervisors believe that physical fitness and the ability of a police
officer to constantly anticipate and react to various incidents no matter how infrequent they may
be are supported by scholarly research (Collingwood, Hoffman, & Smith, 2003). More
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importantly, implications are that police officers who maintain their physical fitness demonstrate
other attributes which may have an overall positive effect on their career and health. Police
officers who incorporate physical fitness into their lifestyle exhibit better job performance, more
commitment to the job, use less sick time due to injury or illness, enjoy greater job satisfaction,
display less stress, and have greater psychological well-being than those who are less physically
ﬁt (Boni, 2004). Lastly, from a police supervisor’s perspective a department that does not have a
physical ﬁtness training program, policies, or standards is potentially exposed to legal liability
for resulting injuries’ to fellow police officers. This is supported by scholarly research (Boyce &
Hiatt, 1992).
Final Thoughts from a Police Supervisor’s Perspective
Very few articles existed that delved into a police officer’s duty assignment, location of
assignment, and arrest activity which are key factors in the number of civilian complaints a
police officer accrues. Many supervisors commented that the location and type of patrol
assignment a particular police officer is assigned to may have a direct effect on the amount of
civilian complaints that he receives (Toch, 1995). There is evidence to support the fact that
police assigned to what can be classified as a high crime areas could result in increased police
activity. This increase police activity would undoubtedly lead to more confrontations between a
police officer and the public. Usually, less experienced police officers are more likely to be
more frequently involved in force incidents. There are a variety of explanations to account for
this phenomena which may include a police officer being assigned to higher crime area during a
certain shift. The assignment of younger inexperienced police officers to these high crime areas
may be due to choice assignments and shifts based on seniority in accordance with union rules.
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As a consequence, the net result may lead to younger less experienced police offices making
more arrests which may result in more use of force situations (Brandl, & Stroshine, 2013).
Police supervisors noted that high-crime areas may create conditions where police
officers are required to use physical force more frequently than a police officer who may be
assigned to a low crime area of the suburbs. Additionally, weekend and shift work may be a
contributing factor to the use of force. A police officer working the night shift in an area
populated with many establishments that serve alcohol will likely have more confrontations with
the public (Adams, 1999).

PS 1: noted that a police officer who is more active or considered as highly productive
may initiate a larger than usual amount of enforcement activity.
Common sense will tell you that an aggressive police officer demonstrating the initiative
has a higher probability than an officer that does not make arrests to receive more civilian
complaints. If you do nothing the chance of getting a complaint is nil.
An increase in police activity, in terms of the number of arrests made, leads to increased
police to civilian contact. The probability for use of force or abusive behavior- type civilian
complaints will increase. (Toch, 1995.)
PS 1: noted that in his experience some military veterans were more apt to volunteer to
serve in details assigned to high crime areas. As a result they would naturally be involved in
more arrests, confrontations, and therefore more civilian complaints.
Presentation of Quantitative Data Analysis
Qualitative Data from American Legion Post #0460
The demographic information collected from Survey Monkey reflected that 87.7% (79)
of the respondents were male and 12.2 % (11) were female. The educational level was diverse
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with twenty one percent (19) having a high school diploma or equivalency. Seventy nine percent
(71) of members had an Associate’s Degree, Bachelor’s Degree, graduate-level classes to include
Master’s Degree. All respondents were affiliated with the New York City Police Department
and had served as a New York City Police officer ranging from 4 months to 35 years of police
service. Responses indicated that the majority served on patrol in an urban area, mostly serving
in the City of New York. New York City is a diverse community with a population of
approximately 8.5 million people consisting of a variety of ethnic and religious groups. The
survey asked officers what type of community they patrolled. Depending on the geographic
assignment of the responding police officer, the reply included a mix of Latino, White, Asian,
Black, Middle Eastern, and the Caribbean. One response characterized, or summed up the
population of New York City, as “the United Nations”. With regard to their current assignment,
the graph below demonstrates the type of position assigned. The vast majority served on patrol,
consisting of fifty two percent while twenty percent served in a supervisory capacity and twenty
percent served as an investigator, in a detective capacity. The rest of the police officers surveyed
served in various special duty assignments.
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Chart 2
Members of American Legion Post #0460 duty assignments within
The New York City Police Department

The American Legion Post #0460 was comprised of police officers with military
experience. All 90 individuals who responded indicated that they had military experience. The
below chart depicts the branch of service.
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Chart 3
Members of American Legion Post #0460 branch
of service within the US Armed Forces

This shows that almost sixty two percent of the police officers who responded were in the
armed forces (US Army & US Marine Corps) with responsibility for land operations. In the
capacity to serve inland, or on ground, they received training in how to deal with civilian
populations. This training included cultural awareness and rules of engagement when using
physical force.
The chart below depicts the type of component the police officer served. The choices are
divided into two, although there are three categories. The US Army contains soldiers from the
active components, the National Guard, and the Reserve. A person can serve on active duty or in
the Reserves or National Guard. Those who serve on active duty are more indoctrinated in the
military’s culture when compared to the US Army Reserves or the National Guard. Those in the
US Army Reserve or National Guard who experience multiple call ups, or volunteer to serve on
active duty, are more likely to become accustomed to the military culture.
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Chart 4
Members of American Legion Post #0460 component
of service within the US Armed Forces

With 90 respondents, there was a wide range of ranks held by the police officers who
served in the military. Fifty-six police officers reported serving as non-commissioned officers
with nine serving as commissioned officers. Overall, 65 of the 90 reported holding a form of
leadership position within the US military. Length of service within the US military varied from
3 to 33 years and some were still serving in a reserve capacity.
Eighty-nine individuals answered questions about how many combat zone deployments.
Thirty-three police officers indicated no combat deployments while serving in the US military.
Fifty-six individuals indicated that they had combat deployments and twenty-seven of those
surveyed indicated multiple combat deployments. This demonstrates that many police officers
with military experience have combat deployments and some had more than one deployment.
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Regarding their assignments while deployed, fifty-six of those police officers surveyed who
indicated that they had a combat deployment, only thirteen indicated that they were outside of
the wire and more exposed to enemy combatants. The remaining may have served on a ship or a
forward operating base. Forward operating bases are subject to indirect fire attacks and small
arms attacks. For those outside the wire, they were exposed to citizens of the nation in which
they were deployed to; insurgents, suicide bombers including vehicle suicide bombers, and
improvised explosive devices. Thirteen police officers indicated that they received some type of
award or medal indicating exposure to enemy fire. This included the Combat Infantry Badge
(CIB) and Combat Action Badge (CAB). To receive the CIB award, the recipient must be an
infantryman, serving in an infantry unit, personally present and under hostile fire while in a unit
actively engaged in ground combat with the enemy. To receive the CAB, the recipient must be
personally present, actively engaging or being engaged by the enemy while performing
satisfactorily in accordance with the prescribed rules of engagement. Each of these awards would
indicate that the individual has personally either engaged the enemy with fire or been exposed to
enemy fire. Only two individuals reported killing a combatant, insurgent or civilian, while
nineteen respondents had fellow service members wounded in action and nineteen reported
having fellow service members killed in action. Approximately twenty one percent of
respondents suffer from the symptoms associated with post-traumatic stress disorder while
approximately seventy nine percent have indicated that military service had no effect on them.
The last question concerning mental health was direct and pointed. It was asked, “While
on patrol in a civilian environment do you ever have instances where you "flash back" to your
time in a combat zone?” Out of the 90 individuals surveyed there were eighty-five responses
with five individuals choosing not to answer. Seven police officers indicated they did ‘flashback”
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while one said it was possible. This revealed that seventy seven police officers did not flashback
or the question did not pertain to them leading the researcher to believe they had not deployed
and experienced nothing in their military career causing them to “flashback”.
The next question related to feelings about military service and how it has served as an
advantage or disadvantage in their current occupation as a police officer. The question posed was
“Has your experience in the military assisted you as a police officer? Your answer. Feel free to
expand.” Eighty-eight police officers responded to the question with only one officer responding
“no:” The “no” should be caveated based on the fact the respondent believed that the department
did not value his military service. The rest of respondents responded with a minimum of “yes”
and some expanded upon their responses. Many of the responses were positive that the military
helped them with leadership and how to solve problems. The responses were indicative of
developing positive work habits such as strong work ethics, accountability and discipline. Police
officers with military backgrounds indicated that the military prepared them for work as a police
officer instilling respect for authority, how to properly train subordinates, and the advantages of
teamwork. The need for an established chain of command and policies on use of chain of
command was an overarching theme from the responses. The ability to comprehend the role of a
supervisor and importance that comes into play at the tactical level or police work.
Dominant themes included discipline and the ability to follow orders. These topics
reoccurred in many of the responses and most police officers believed this made them better at
their duties and responsibilities. Police officers reported that values instilled while serving in the
US Military enabled them to function in a difficult career field. These values assisted in
teamwork and working in diverse communities with the different culture understanding. One
officer noted that his military experience enabled him to realize that people are mostly the same
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all over the world. Another police officer reported that his military experience made him realize
that many other police officers are undertrained and soft. Similarly, respondents noted that the
military had taught them the art of patience when dealing with the public. Many discussed that
those exposed to combat are able to separate the high stresses of life and not to worry about the
things that a police officer may not be able to control. As one police officer noted, the military
provides perspective on life.
Several police officers noted that their military service provided them with a different
outlook as to making decisions. One police officer’s comment included the fact his military
experience enabled him to learn how to apply the observe–orient–decide–act (OODA) loop
decision making process to police situations. He utilized his military experience in survival and
skill building while an instructor at the police academy.
The following question was posed, “while on patrol in a civilian environment do you feel
your military experience has been an advantage or disadvantage in your capacity as a police
officer?” There were eighty-nine responses and two officers indicated “both” while one said it
was unknown. The vast majority, eighty-six police officers responded “yes” to the question.
These responses answered why being in the military has proved as advantageous. One police
officer noted that he was always instructed to have an immaculate uniform and he believed that
this trait while policing reduced friction on patrol setting an immediate tone with troublemakers.
Military training developed a need for situational awareness of one’s surroundings and to
anticipate the unexpected. A police officer believed that police officers without military
experience become complacent and put themselves in potential danger.
One comment regarding awareness clearly demonstrates a respondent’s belief that
military service benefited him in his current capacity as a police officer:
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“A very large advantage. You're always on the alert and always thinking, and never
letting your guard down. Also, you're always talking with people, knowing fully well this is
where you're getting "truth on the ground" intel and putting a real positive face on the Police
Department and your command.”
A positive response would be the military enabled the police officer to have concern for
the public and thus treat citizens with fairness and respect. Another response supports the
concept that the military’s value system made some better police officers.
The survey questions focused on civilian complaints. Respondents were asked, have you
had any civilian complaints filed against you for use of force unprofessional behavior? The graph
below depicts the responses.
Chart 5
Members of American Legion Post #0460 responses to the question
of whether a civilian complaint was filed against them for use of force or
unprofessional behavior
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There is a large difference between the initial charges brought against police officers and
the actual disposition of the complaints for the use of force or unprofessional behavior. While
thirty-five police officers responded that they had a complaint filed against them for excessive
force or unprofessional behavior, only eight were substantiated, indicating an approximate
twenty three percent substantiation rate.
Discussion of the research questions and hypotheses:
Discussion of the Research Questions
The research questions for this dissertation proposal are as follows:
RQ 1: Are police officers with military experience less likely to receive civilian complaints filed
against them for use of force than police officers who do not have military experience?
Two separate Chi Square tests were conducted, one test for unsubstantiated complaints
and a separate test for substantiated complaints for use of force. Based on the data that was
examined one can conclude that there is no statistically significant differences between these two
groups on the likelihood of having either unsubstantiated complaints or substantiated complaints
for the use of force filed against them.

RQ 2: Are police officers with military experience less likely to receive civilian complaints filed
against them for unprofessional behavior than police officers who do not have military
experience?

161

Two separate Chi Square tests were conducted, one test for unsubstantiated complaints
and a separate test for substantiated complaints for unprofessional behavior. Based on the data
that was examined one can conclude that there is no statistically significant differences between
these groups on the likelihood of having unsubstantiated complains for unprofessional behavior.
However, the results of the second chi-square test indicate marginally significant differences
between the two groups on the likelihood of having substantiated complaints for unprofessional
behavior. The results indicate that police officers without military experience were 21 times
more likely to have substantiated complaints for unprofessional behavior than those with military
experience.

RQ 3: Do police supervisors believe that police officers with military experience are less likely
to have civilian complaints filed against them for use of force due to their level of training,
experience, and maturity than police officers who do not have military experience?

The responses to this question were based exclusively on the twenty qualitative
interviews the researcher conducted with police supervisors. Many police supervisors struggled
with this question as they pondered the different aspects of the question. There was no definitive
response whereby the recorded data would translate into a definitive answer whereby one
category was favored over another category. Overall, the police supervisors noted that military
training had better prepared police officers with regard to discipline however, when reviewing
civilian complaints it was the police officer’s individual personality. In conclusion, there was not
a difference between police officers with military experience and police officers without military
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experience. The likelihood of having civilian complaints filed against a police officer for the use
of force was self-determined and not based upon the type of experience one had or did not have.

RQ 4: Do police supervisors believe that police officers who have combat experience (Faced
enemy fire or engaged the enemy) are more likely to have civilian complaints for use of force
than police officers who do not have combat exposure?

This question could not be answered through the quantitative data that was available
through the three municipalities in the state of Florida. It was obtained from the twenty
qualitative interviews the researcher conducted with police supervisors. Overall the police
supervisors noted that with regard to having civilian complaints for use of force filed against a
police officer there was not a difference between a police officer who had combat experience and
those who did not have combat experience. For purposes of this question, combat experience is
defined as those police officers who faced the enemy by firing or being engaged by the enemy.
Many supervisors noted that those police officers with combat experience “were humble and less
likely to resort to physical force than other police officers.” In conclusion, many police
supervisors noted that those police officers with combat experience were less likely to have
civilian complaints due to use of force or unprofessional behavior.

RQ 5: Do police supervisors believe that police officers with military experience are better able
to resolve stressful situations than those police officers who do not have military experience?
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Police supervisors believed that a police officer with military experience was better able
to resolve stressful situations than those police officers without military experience. The
responses indicated that police supervisors believed that police officers with military experience
had received some form of enhanced training in firearms or medical emergencies that would
allow them higher levels of effectiveness in responding to a serious tactical situation. Police
supervisors were of the opinion that police officers with military experience were more capable
of dealing with a more serious tactical situation that a police officer without military experience.
Some key points noted was the ability of a police officer with military experience to move
tactically, provide an overall assessment of the tactical situation to a supervisor and responding
units, to conduct a medical assessment and initiate first aid in medical emergencies, and provide
leadership in the absence of a recognized police supervisor.
RQ 6: Do police supervisors believe that police officers with combat deployments are more
likely to have disciplinary problems, as per their supervisors, than police officers who have no
combat exposure or military experience?

This question relied solely on the twenty qualitative interviews the researcher conducted
with police supervisors. Overall the police supervisors noted that there was not a difference
between police officers with combat deployments and police officers with no combat exposure
or military experience with regard to disciplinary problems. Many police supervisors noted that
they found police officers with combat deployment as having more humility. Additionally police
officers with combat deployment are more willing to listen to police supervisors and to use those
combat proficiencies and resiliency to train others. Some of the police supervisors who had
experience in combat shared their personal feelings regarding redeployments, adjusting back into
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home life/civilian life, and then transitioning back into their capacity both as a police officer and
police supervisor. “The overwhelming feeling” amongst police supervisors with combat
experience is that it takes time for a person who experiences combat to transition back into
society, particularly into an occupation such as a police officer. This may be similar to the
studies noted in the combat exposure scale which was outlined in the literature review section of
this dissertation. For those supervisors who did comment and share their own experiences, they
indicated that as time goes by the more likely it is that those combat experiences will diminish,
or the police officer will find way to mitigate or deal with his own traumatic experiences.

RQ 7: Do police supervisors believe that police officers with military experience have better
interpersonal skills when dealing with the public, other police officers, and police supervisors
than those police officers who do not have military experience?

Police supervisors from both cohorts did not feel that police officer with military
experience have better interpersonal skills when dealing with the public. Reviewing the data
from each of the cohorts, one would find that police supervisors who had military experience
held the opinion that police officer with military experience were slightly better at interacting
with the civilian population than those police officers with no military experience. The score was
five to three with two draws. Police supervisors without military experience had the same vote
count however, police supervisors without military experience believed that police officers
without military experience fared better in their interaction with civilians than did their
counterparts.
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Both cohorts overwhelming believed that police officers with prior military experience
did much better interacting with supervisors and fellow police officers. Police supervisors
recorded by a vote of twenty to zero that police officers with military experience interact better
with police supervisors than those police officers who do not have military experience. When
asked to provide details, most police supervisors noted that police officers who had military
experience were less likely to ask “why” when given an order or some form of instruction. Those
police officers with military experience understood the police supervisor’s intent and simply “got
on with it”. Police officers without military experience, especially in the modern generation,
were more likely to question supervisors, or offer their own opinion on how to manage and what
policies should be followed, or why a policy should be changed.
Regarding the ability to get along with other police officers, police officers with military
experience were selected by an overwhelming margin between the two police supervisor groups.
The scoring indicated that police officers with military experience were given a vote of
seventeen and those without military experience did not receive a vote. There were three draws.
Many police supervisors felt that those police officers who served in the military had more
exposure to diversity based on their service in the military and their overseas experiences.
RQ 8: Do police supervisors believe that police officers with military experience perform their
duties as a police officer more competently when compared to police officers that do not have
military experiences?

If one were to review the qualitative data and simply examine the data by voting then
unequivocally the answer would be yes. Police supervisors were asked to review police officers
with military experience and compare them to police officers without military experience in
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seventeen categories. An overwhelming majority of police supervisors in both groups noted by
casting votes that police officers with military experience are better police officers when
compared to police officers that did not have military experience. However, this statement has to
be caveated and examined.

A few supervisors noted that their affection with military veterans serving as police
officers created problems for elected officials and the community at large. The performance of
military veterans as police officers led some to suggest that perhaps police agencies should
attempt to increase their recruitment of police officers with military experience. For the sake of
clarity, that is not what is being suggested nor even insinuated. While military veterans are
attracted to law enforcement, it would be unwise to try to increase the size of a police force to
make the majority of a police agency replete with military veterans. Today, about one percent of
the United States population serves in the US military. Police agencies have a population of
police officers that are not reflective of the general population of the communities in which they
serve, they often exceed the one percent of those who currently serve in the US military. A
debate exists about the militarization of the local police and trying to recruit additional veterans
could be problematic for a variety of reasons. While military veterans bring a great deal of
experience and knowledge to a police department, the ability of these veterans to train, work, and
receive guidance from non-veterans is paramount to creating a police force that is truly
representative of the community and still tactically proficient to perform it duties.
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H1: Police officers with military experience will have less civilian complaints, when considering
both physical force and unprofessional behavior collectively, than those officers who do not have
military experience.
A Chi Square tests was conducted. The result indicated that there is statistical
significance and that military experience and the number of civilian complaints for use of force
and unprofessional behavior are associated with each other. The results show significant
differences between the two groups on the likelihood of receiving civilian complaints. The facts
suggest that those police officers who have military experience will receive less civilian
complaints for use of force and unprofessional behavior when compared to police officers who
do not have military experience. Additionally, an odds ratios calculation was conducted to
determine how much more likely police officers without military experience are to have
complains against them compared to those with military experience. Based on the odds ratios, a
police officer with no military experience is 1.58 times or fifty eight percent more likely to have
a complaint filed against him for physical force or unprofessional behavior.
We can safely reject the null hypothesis of no difference between these groups of police
officers when considering the likelihood of both outcomes namely physical force and
unprofessional behavior collectively.

H2: From a supervisor’s perspective, those police officers with combat deployments are more
difficult to manage than those police officers who do not have military experience or those police
officers with military experience and no combat exposure.

168

All twenty supervisors reported that police officers with combat deployments are no more
difficult to manage than those police officers without military experience. Similarly, all twenty
supervisors reported that police officers with combat deployments are no more difficult to
manage than those police officers with military experience and no combat exposure. Most of the
supervisors that were interviewed noted that police officers with combat experience were even
more humble and easy going than police officer who had military experience and did not deploy
to combat zones or police officers who did not have military experience. Based on the interviews
and response from all twenty police supervisors in both cohorts, the researcher has determined
that we reject the null hypothesis of H2.

H3: Police supervisors will report that having police officers with military experience is
beneficial to their respective departments.
Police supervisors in both cohorts agreed that having police officers with military
experience is beneficial to their respective departments. Police supervisors in each cohort were
asked to compare police officers with military experience to those police officers without
military experience. The police officers were rated in seventeen categories each having to do
with characteristics, traits, or performance indicators that would be indicative of a police
officer’s abilities to perform the task that were expected of him. Out of the seventeen categories,
police officers with military experience were chosen in fifteen out of seventeen categories. The
other two categories, intelligence and interaction with civilians were a draw. In ten out of the
seventeen categories police officers with military experience were given a score of at least eighty
percent, meaning at least sixteen out of the twenty police supervisors scored in their favor. In
five of the seventeen categories police supervisors gave police officers with military experience a
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ninety percent approval selection rating when compared to police officers without military
experience. It should be noted that out of the seventeen categories there is not one category in
which police supervisors noted that police officers without military experience did better than
police officers with military experience.
Out of the twenty supervisors interviewed, fifty five percent of the police supervisors
surveyed indicated unequivocally that they would prefer to have a veteran on their police force.
It should be noted that police supervisors in urban areas were more apt to speak favorably about
police veterans. There appears as if there are some difference between police supervisors in rural
areas when compared to police supervisors in major urban areas. One rural area supervisor did
not appear to have a high opinion of the military personnel within his agency. The one comment
that he made explaining his dissatisfaction with some of the military personnel that he is
supervising are from his state’s National Guard. This supports the idea that not all military
service is the same. If these individuals are National Guard members and with no deployments,
their military experience may be limited to basic training and advanced individual training. As
such, there is statistical support for hypothesis 3. Based on the interviews and responses from all
twenty police supervisors in both cohorts, we therefore fail to reject the null hypothesis of H3.
The one consistent category is the ability of police officers with military experience to
interact with civilians. Police officers with military experience did not perform well. They are
too rigid and direct in their discussion and interaction with civilians. Perhaps, additional field
training in this area may help some of these police officers to overcome this deficiency.
Chapter V
Policy and Research Implications
Summary of Quantitative Data
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The purpose of this research was to determine if police officers with military experience
are less likely to receive civilian complaints for use of force and unprofessional behavior than
police officers without military experience. Additionally, there were eight research questions that
this dissertation attempted to answer. The results, in quantitative data from Broward County, the
City of Orlando, and the City of Jacksonville, have demonstrated that police officers with
military experience are less likely than police officers without military experience to have
complaints for the use of force and unprofessional behavior filed against them.
Summary of Qualitative Data

The qualitative data demonstrated that police officers with military experience are
rated higher than those police officers without military experience. This rating comes from
two diverse police supervisory cohorts, the first being police supervisors who held the
position of a field grade officer or senior non-commissioned officer in the United States
Military with combat deployment experience, the second being police supervisors with no
military experience, however, they had experience with recruiting, training, or supervising
those police officers with military experience. Additionally, 90 members of the American
Legion Post #0460 responded to survey questions regarding their military experience and
how it relates to their profession as a police officer. The overwhelming majority indicated
that their military service has been beneficial to their law enforcement career and
contributed to their abilities to perform their duties as police officers.
Study limitations of this research:
Most research will have some form of limitations that must be noted and discussed. There
were twenty police supervisors who were interviewed and ninety police officers who provided
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responses to an on line survey. The first consideration is honesty. The qualitative data obtained
for this survey is based on the premise that the information received from one hundred and ten
individuals, who were a combination of police supervisors and police officers, is that the data
provided is unbiased and truthful. That may not be the case and the information provided may
not have been accurate. Additionally, there is quantitative data that was received from three
different police agencies. Once again, the research conducted was based on the premise that the
information received from there three municipalities was accurate and the information was
transparent.
The quantitative data was obtained from three law enforcement agencies within the state
of Florida. Florida was selected based on Sunshine Laws which permitted access to the data. The
quantitative data may be reflective of the training conducted by agencies within the State of
Florida, which includes the use of force and interpersonal skills necessary to reduce civilian
complaints against police officers. Is the training with these agencies in the state of Florida
correct and is it effective? Lastly, is the recording and disposition of civilian complaints for
physical force and abusive behavior accurate and in accordance with best practices? Would a
different year group range have reflected different data and therefore a different outcome?
Would review boards from different states and municipalities within the state of Florida have
come to the same conclusions regarding civilian complaints? There may in fact be a conflict of
interest by having an internal government agency investigating a police agency. This is
important due to the fact that a finding of liability may result in monetary damages against the
police agency and municipality. Do members of a civilian review board feel pressure to acquit
police officers due to the image of the police agency, the local municipality, and the financial
burden that may be placed upon the local entity? What if any effect has the introduction of the
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body camera had on the data? While these questions may demonstrate limited generalizability of
this research they are interesting points that additional researchers may wish to investigate.
Based on the sample data from quantitative data in three municipalities in Florida,
coupled with the qualitative data from two cohorts of police supervisors employed throughout
the nation and response from police officers in the metropolitan New York area one can
conclude that the results are reflective of policing thought the nation.
Utilizing quantitative data reduces the chances of the researcher introducing his personal
bias into the study. However, when one uses a qualitative data method the researcher has the
ability to manipulate the data, sometimes unintentionally, due to personal beliefs, values, or
potentially to skew the information to a more favorable outcome to fit the research. Without
question the primary method for data collection in a qualitative study in the researcher himself.
The researcher will choose where the data comes from, for example, what demographic target or
geographic regions, who will be interviewed, and how the data will be recorded and transcribed.
It is imperative that the researcher acknowledge that he is a human instrument and in that
capacity his personal background and biases should be introduced and discussed stating them
explicitly to the full extent possible (Mehra, 2002). This introduction of the researcher’s bias will
allow the reader to appreciate the researcher’s limitations and views throughout the data
collection, the analysis portion, and most of all the interpretation of the data and how that data is
then reported. Qualitative research assumes that the researcher’s biases and values impact the
outcome of any study (Kornbluh, 2015).
It should be noted that those who decided to participate may have felt compelled to
answer the questions positively based on the researcher being a General Officer in the United
States Army Reserve. Would a person that was selected and interviewed feel compelled to
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provide a more glamorous portrayal of a police officer with military experience to a senior
officer in the United States Military? Would a civilian who posed these questions have been
given the same responses? This once again is an issue of validity and reliability.

The researcher would be remiss if the subject of reflexivity was not discussed. In essence,
reflexivity relates to the critical attention that the researcher's role actually played into the
qualitative research. A researcher must have self-awareness during the course of the entire
qualitative process and recognize the fact that the researcher is actually involved in the research
process. Reflexivity is the process of examining both oneself as researcher, and the relationship
between the researcher and those being interviewed. The self-awareness involves examining
one's assumptions and preconceptions, and how these affect research decisions, particularly, the
selection and wording of questions. In this particular research the fact that purposive sampling
was used may raise concern due to the fact that the researcher “hand selected” each participant
due to the qualities the individual possessed. The technique is non-random and seeks participants
who are willing to share the information they have garnered based on their knowledge and life
experiences. This process could raise concerns about bias, both conscious and/or unconscious.

Further, reflexivity becomes more germane in the discussion of the social science as it
relates to the field of criminal justice. Based on events surrounding the death of George Floyd in
police custody, the United States and international community have begun the discussion and
examination of criminal justice as it relates to the issue of policing considering a variety of
factors to include race and ethnicity. This has allowed for additional scrutiny of the entire
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criminal justice system and wider social structure, while considering the methods, discipline, and
the research that is being used to securitize the prevailing criminal justice systems being utilized.
One must consider the fact that many aspects of research involve the researcher in both the
analysis and practice of power and as a result there is a potential to generate conflicts of interest
between the interested parties.
With regard to validity, reliability and reflexivity the researcher made every attempt to
make each of these items a non-issue. The individuals that were interviewed were not affiliated
with the researcher in any way. There were no monetary or career implications for giving honest
answers. The researcher was not in a position to either provide benefit or cause harm to those
individuals that were willing to provide feedback. Additionally, many of those police
supervisors, in both cohorts, provided negative examples of police officers who had military
experience. This demonstrated their candor and lack of intimidation based on the researcher’s
position in the United States Military.
There may be a concern for those supervisors who were in the military cohort, in that
they had successful careers in both the military and law enforcement fields. The individuals
selected had obtained both a supervisory role in the United States Military and in their police
agency. They may have biases that are favorable to both the United States Military and their
local police agency. One may conclude that if they did well enough in each agency to achieve a
supervisor status then one may determine that they would have positive feelings about each of
their occupations. Based on the design of the study, most notably interviewing supervisors, it
would have been more difficult to locate individuals who may not have had a positive career in
the United States Military and a police agency. Usually, to achieve the ranks outlined in the
United States Military, Senior Non-Commissioned Officer, E7 or Field Grade Officer, 04 one
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would have to excel, enjoy the occupation, and spend at least 12-18 years in that career field.
Except for the timelines, the same would be true of a supervisor in a police agency. It would
have been difficult to locate disgruntled supervisors in this cohort because many would have
transitioned out of their occupation and thus would have been challenging to locate. While
favorable bias or opinions of the career field may have been a concern there would have simply
not been a way to correct this issue. Thus, the cohort that was selected is one that could have
biases favoring both the United States Military and their local police agency.
One of the limitations in this research is the self-reported data. Self-reported data is
limited by the fact that the data was not able to be independently verified. In this case the
researcher had to rely on the accuracy and the honesty of twenty supervisors and ninety
individuals who provided qualitative information for purposes of this dissertation. Some of the
issues with seeking data via the interview process, or with the on line surveys, is the fact that
those being interviewed may have their own biases. These biases become apparent if they are
inconsistent due to a variety of factors to include selective memory, confusion, exaggeration, and
fear of retribution for the agency or oneself. Lastly, one hundred participants who provided data
for the qualitative portion had military experience. Some may have had favorable opinions
towards the military and some may have had an adverse opinion towards the military and
therefore their biases may have been reflected in their answers.
As noted, there was not a great deal of scholarly articles written on this subject. When a
researcher has the ability to cite prior research from academic studies it enables the researcher to
build a foundation for the literature review. Through academic research and scholarly articles the
researcher gains an understanding of the background information, the data, and the research
problem that is being examined. While the lack of research and scholarly articles on this subject
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proved as somewhat of a disadvantage, it also allowed for greater academic freedom. The
researcher felt empowered to explore, and thus this disadvantage enabled him to chart an
unexplored path to identify new gaps in the literature and to describe the need for additional
research in this field.
These limitations should also be considered prior to any municipality considering
changing their policies and implementing new policies to recruit and retain veterans as police
officers.
Policy implications
There are significant policy implications which may be garnered from this dissertation. As
noted in the literature review, many agencies including the federal government, allocate money
for recruiting military veterans. Numerous police departments waive certain requirements and
give preference points to military veterans. Those incentives could include additional points on
entrance examination as well as promotional points to become police supervisors. Police
agencies could consider waiving the monetary fee for veterans who are consideration applying to
their respective departments. Lastly, municipalities should consider going to active duty bases
and local reserve centers for the purposes of recruiting. It could be beneficial to administer the
entrance exam while on a US military facilities to increase the pool of applicants.
Police work is challenging, changing, and becoming more demanding based on the current
climate in the United States particularly after the death of George Floyd. Additionally, the
generation of today has a different perception of policing which has also contributed to law
enforcement leaders’ recruitment frustrations. The perception by many potential candidates is
there is an increased level violence in society, the belief that the sole role of law enforcement is
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crime fighting, and concerns that police officers have violated the civil rights of minorities. All
of these factor have had negative implication for the police recruiting efforts and have
discouraged some potential recruits from vying for a law police career (Peak & Barth, 2009).
This change has resulted in less applicants who are considering a law enforcement career.
The reduction in recruitment, coupled with high turnover rates and officers retiring has affected
supply and demand numbers. Diminishing sources of recruitment, increasing causes for attrition,
and broadening police responsibilities all shape questions of workforce supply and demand.
Today’s generation of potential applicants has not demonstrated the desire to become a law
enforcement officer. In the last decade, municipalities across the United States has seen the
number of qualified applicants for police officer positions decline (Wilson & Heinonen, 2012).
There are a variety of indicators, to include quantitative data, reflecting that police
departments nationwide are having difficulties filling the empty billets of vacant police officers.
Recent data demonstrates this conundrum (Wilson Grammich, 2009, Wilson, Dalton, Scheer, &
Grammich, 2010) The Los Angeles Police Department was short of nearly 100 officers as of
mid-December. The Philadelphia Police Department had some 350 vacancies and recently the
Dallas Police Department cancelled two academy classes for lack of applicants; its preliminary
applications dropped by over thirty percent between 2010 and 2015 (The Economist, 2017). In
2012, the ratio of police officers to population hit its lowest level since 1997, according to
Uniform Crime Reporting Programed data published by the FBI (The Economist, 2017).
A Washington Post report clearly identified the problem. According to a recent article, the
Bureau of Justice Statistics noted that the United States population has risen from 267 million in
1997 to 323 million in 2016 but the number of full-time sworn officers per 1,000 US residents
has dropped from 2.42 in 1997 to 2.17 officers per 1,000 residents in 2016. This contributes to a
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decrease in the total amount of police officers nationwide. In 2013, the total number of police
officers peaked at nearly 725,000, now the number of nationwide police officers is down to
about 701,000. Almost two-thirds of the police departments surveyed for the article indicated
that their total number of applicants are down (Washington Post, 2018).
While recruitment is down and police executives report that many traditional applicants fail
to qualify to become police officers (Wilson Grammich, 2009). In the literature review, most
individuals within the age range of 18-24 are not qualified to join the US military. The Pentagon
contends that seventy five percent of young people ages 17 to 24 are currently unable to enlist in
the United States military because of drug use and various other issues that surface during
background investigations, psychological assessment, or polygraph exams. The same standards
that are precluding individuals from joining the military are in fact similar to police agencies and
thus are reducing the applicant pool (Wilson, Dalton, Scheer, & Grammich, 2010). Police
organizations increasingly compete with each other and with organizations such as the military
or private security firms for the pool of qualified applicants (Wilson Grammich, 2009, Wilson,
Dalton, Scheer, & Grammich, 2010).
The significance of a viable recruitment and selection process cannot be overemphasized
and is vital to a law enforcement organization. The inability of a police agency to properly
recruit and select the correct individual may result in hiring or promoting personnel who are not
capable of performing the duties of a police officer. In the current environment, the law
enforcement community encounters a growing resentment toward authority and law enforcement
personnel. Police officers are contending with a complex and dynamic problem set in
increasingly diverse communities. In minority communities and socioeconomically-challenged
communities, police have difficulties making progress. These new challenges, coupled with
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police officers wearing body cameras and the public taping police civilian interaction creates
challenges exceeding the skill levels of many newly recruited police officers. Police officers
must demonstrate the knowledge, skills, and abilities to work closely with different people, in
different environments and thus be able to effectively communicate and interact with a diverse
population (Raymond, Hickman, Miller, Wong, 2005; Scrivner, 2006, J. Wilson and Grammich,
2009). In the late 1990’s the United States Marine Corps Commandant, General Charles Krulak
described a complex environment which became known as the “three block war.” General
Krulak spoke about the complexity of the modern day battlefield and noted that his Marines
would be faced with a variety of ever evolving challenges. He theorized that Marines may be
required to conduct full scale combat operations, peacekeeping operations and humanitarian aid
within the space of three contiguous city blocks. Modern militaries must be trained to operate in
all three conditions simultaneously (Krulak, 1999). While not engaged in full scale military
operations, today’s police officer could find himself involved in a very similar situation.
Some of the recorded data that police supervisors and policy makers must consider in
regards to long-term recruiting, retention, and attrition are as follows:
• Approximately fifty percent of high school seniors reported that they have smoked
marijuana, and twenty five percent have admitted to using some form of an illicit drug other than
marijuana by the end of their senior year. This is an increase from the data reported in the early
1990s (Johnston et al., 2008). While this drug use does not impede an individual from entering
the military or police agencies with a liberal view of marijuana, the continued use of drugs by
those in the law enforcement community is a concern for police supervisors.
• Over the past three decades, the obesity rate has more than doubled for adolescents 12 to
19 years of age and has more than tripled for children ages 6–11 (Sturm et al., 2007). While
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many individuals who wish to become police officers may lose the weight to gain entry into the
career field, the ability to maintain an appropriate height and weight proportionality is unlikely.
In many municipalities police agencies are not enforcing physical fitness standards or the
appropriate body mass index after recruit training. This may result in a police officer becoming
obese and his ability to perform his duties may be reduced while his health becomes a major
issue.
The inability of an individual to manage his personal finances and remain solvent is a
critical issue in the military. Financial difficulties diminish a person’s ability to obtain or retain a
security clearance. Today’s youth demonstrates an inability to manage their finances resulting in
credit-card debt increasing among Americans 18 to 24 years of age (Draut and Silva, 2004). This
problem once again affected the ability of police agencies to recruit from this demographic. In
some police departments, high amounts of outstanding debt may disqualify a potential applicant.
In policing and the military, bad credit is interpreted as an indicator of bad judgment and a
proclivity towards corruption.
Many police agencies require an applicant to obtain varying amounts of college credits or
military service. While the percentage of person aged 25 to 29 years of age, holding college
degrees has remained unchanged (Provasnik,& Planty, 2008) the length of time to complete a
degree has increased as the number of enrollees who complete their degree have decreased
(Dynarski, 2005). These trends affect the age of the person entering a police department and
based on the increased costs of college, it creates a credit problem for a potential candidate.
As with any public police discussion, elected officials and senior public policy personnel
contend that cost, both short -term and long-term, is a consideration in any public policy
decision. In 2003, it cost approximately $100,000 for the City of Los Angeles to recruit and train
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a civilian to become a police officer. It is estimated that that same civilian would cost $250,000
for the federal government to recruit and train (Frost, 2006). In 2009, it was estimated that it
would cost approximately $58,000 to select, hire, and train a civilian to become a police officer
(Copeland, 2009). If candidates are capable of completing the applicant screening and vetting
process, make it through the rigors of a long and costly police academy process to serve as a
police officer it is beneficial to both the individual and the municipality. However, if that
individual does not remain with a police agency for an extended period of time, the local
municipality and citizens pay a substantial price for this individual in tax payer funds.
Based on the factors noted above one may conclude that it would seem risk-aversive and
cost-effective to recruit military veterans into a local police agency for a variety of reasons.
Various studies by the RAND Corporation and Syracuse University have noted that
organizations benefit when they hire veterans (Batka & Hall, 2016, Blatt Institute, 2013).
According to a published paper outlining characteristics and traits veterans possess the following
qualities that would make them attractive for any employer: veterans are entrepreneurial, they
exhibit a high levels of trust, they have the ability to transfer skills, veterans are more
comfortable working in uncertain environments and adjusting accordingly, exhibit high levels of
resilience, many have advanced technical training, team-building skills, commitment to an
organization, cross-cultural experiences, and they are accustomed to working in a diverse work
environment (Haynie, 2012). Not only would police agencies be able to capitalize on acquiring
an individual who possess these traits there are some municipalities such as North Dakota and
the State of Michigan have offered accelerated programs to become law enforcement officers for
military veterans thus reducing the costs for training (Michigan, 2012, Carlson & Nelson, 2013,
Axelrod, 2019).
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When one considers return of investment an additional consideration is the fact that
military veterans have passed some form of selection and assessment into a government agency.
During this selection and assessment, they were screened and vetted with regard to finances,
drug usage, psychological examinations, height and weight proportionality, education level, and
some form of academic testing criteria to ensure educational competency. After admittance into
the military, recruits attended some form of basic training. Not all military branches are the
same, but each branch of the United States Military challenges individuals physically and
mentally, and graduates are considered ready to serve in the United States Military. While
serving in the United States Military, those individuals gain the necessary experience in handling
firearms, physical conditioning, discipline, critical incident response and other skills are all
directly related to the skills that are necessary to serve as an effective law enforcement officer
(Klein, 2009).
The challenges they have encountered and overcome makes military service members
more likely than their civilian counterparts to make it through recruitment, selection, vetting, and
a police academy than their civilian peers. It has been documented that police recruits who have
prior military training tend to have lower attrition during agency training, higher retention, and
higher training readiness (Golfin, 2006). This is important based on a sizable cost involved to
select, hire, and train a civilian to become a police officer. Would it not be prudent to try to
recruit a military veteran who has demonstrated success by making it through a difficult vetting
process and a challenging basic training? From a cost-effective analysis, one could see the
benefit of hiring an individual with a past that has demonstrated achievement.
Future Research & Other Considerations
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While there are obviously benefits to seeking out individuals to be police officers who
have military experience there are other factors that must be considered. Police officers with
military experience are ideal candidates for police organizations. However, there are police
candidates and police officers who have been exposed to trauma in the form of military duty that
may also present unique challenges to police agencies. Municipalities simply can’t avoid hiring
these individuals, nor should they. To avoid any negative situations the vetting of police officers
with combat deployments must be done correctly in an effort to identify potential problem police
candidates. Those police officers who are part of a law enforcement organization and activated
as part of their military duty and deployed to a combat zone should carefully be vetted upon
return prior to that police officers resuming patrols. In many instance it may require additional
re-training. Police supervisors must ensure that first line supervisors are trained to look for the
warning signs of all police officers, but in particular police officers with combat experience, as
indicators that things may not be right. Lastly, police supervisors and organizations must ensure
that there are effective resiliency programs, stress management strategies, and mental health
specialists available for police officers who may be struggling with trauma related incidents that
may lead to PTSD. Failure to do so may result in a “cycle of retraumatization” (Rees & Smith,
2008).
Prior to any policy changes police administrators, those in academia, and elected officials
must consider adopting a long-term view on military service while considering that the effects of
military service can be both positive and negative. These effects on the persona of a police
officer may change over time and therefore these effects may be negative at one point in the life
course and positive in another. When recruiting veterans of the military one must consider that
there are few long-term studies on the impacts of military service, particularly combat service as
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it relates to police officers. As today’s veterans become tomorrow’s police officers one must
carefully evaluate how that individual will perform over the long term. Prior to considering a
concerted effort to recruit veterans one must consider the secondary and tertiary long term results
of such an effort.
If it is within the best interest of the law enforcement community and local municipality,
to recruit personnel with military experience, then the issue is how to recruit this targeted
population of candidates. Those police administrators and local politicians will have to determine
what incentives should be offered to entice the best and brightest candidates who possess
military experience. Included is a chart below which depicts the three agencies that were used in
the quantitative data for this research.
TABLE 10
Police Agency

Total Officers
701

Police with Military
Experience
119 (16.9%)

Police without
Military Experience
582 (83.1%)

Orlando Police
Department
Jacksonville
Sheriff’s Office
Broward County
Sheriff’s Office
Totals

1,701

153 (8.9%)

1,548 (91.1%)

1,391

145 (10.5%)

1,246 (89.4%)

3,793

417 (10.9%)

3,376 (89.1%)

A review of the data indicates that various departments have a different percentage of
police officers with military experience. One must ask is this a fluke in the data or is there a
specific reason for the differences in the amount of police officers with military experience that a
particular agency may have. Could it be that there are certain recruiting efforts, working
conditions, and incentives that account for these differences? Future research should examine
why a police officer with military experience is attracted to a specific agency. Many service
members transition out of the military and are not necessarily relocating back to the geographic
185

area from where they originally came. Thus, it is important to understand and determine what a
local municipality can offer individuals to incentivize them to apply for law enforcement positon
within their municipality. As noted, some agencies may waive training, fees, college credits, and
offer promotional points for test for veterans. Are there additional monetary or pension benefits
that could also be offered? Some police officers will transition from the active component and
remains in the military reserve. What can employers offer to attract those individuals who wish
to continue their careers in the military reserves and encourage them to apply to their respective
departments?
The other issue that once should consider prior to any policy changes regarding the
recruitment of those with military service is the concept of police militarization. The concept of
police militarization is an attempt by those in the law enforcement community changing
themselves to adopt many of the principles of the armed forces. In many instances the police will
embrace military values and culture (Kraska, 2007). Many law enforcement agencies have
acquired military weapons and equipment in order to increase their firepower to combat the
increased threats from terrorism and a more violent culture. Many police agencies, particularly
those in urban areas, have developed specialized units often imitating paramilitary units in dress,
equipment, and tactics. Many of these acquisitions have occurred with the assistance of the
military or former members of the military. It is expected that these developments will continue
to intensify in the near future. The possibility of free military equipment has created an arms race
for many police departments. Many police departments do not want to rely on the federal or state
law enforcement agencies rather, they want a sense of independence and self-reliance. This has
resulted in smaller agencies trying to mimic larger departments by arming themselves to avoid
being left behind. The continued purchasing of arms and the creation of unique capabilities to
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combat crime has become a matter of prestige (den Heyer, 2014). The United States has also
witnessed the vernacular change to more warlike metaphors in that we now use terms like the
“war on drugs” or the “war on crime” (Stuart, 2011).
The continued militarization of America’s police departments has resulted in the
continued interaction between police and the military in training, personnel, and equipment.
There is an increasing number of veterans in the ranks of many police departments and as noted
previously in this dissertation there were concerted efforts by the federal government to advance
the recruiting of military veterans. The Department of Justice allocates millions of dollars every
year in an effort to ensure veterans are hired into the ranks of local police agencies. This has
resulted in a many police agencies developing a military mindset by having veterans serve within
their local police agencies (Harmon, 2015). Prior to making policy decisions that target military
veterans to serve as police officers within a given municipality leaders should consider the
ongoing discussion regarding the militarization of police departments throughout the United
States. Elected officials and policy makers must know that police militarization has become an
important consideration in the area of law enforcement.
There are a variety of other research issues which can be expanded upon based on this
research. Initially, one could continue to conduct research using this same paradigm, research
questions, and hypotheses. The objective would be to examine civilian complaints for use of
force and unprofessional behavior with the concept to expand to other areas of the United States
in an effort to determine if the quantitative data is similar to the findings in Florida. Additionally,
one could either expand or narrow the research to particular branches of the military or various
assignments within the military to determine if certain military skills demonstrate a higher
propensity for police service. For example, are personnel specialists less likely to have civilian
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complaints for use of force and unprofessional behavior than those in the artillery career field?
Do the values of the military, which are ingrained in a young service member, actually remain
with a service member as they transition into their civilian career fields? Do these values, as well
as military culture endure, and clearly distinguish the prior service member from his civilian
counterpart? Does a military veteran eventually replace the values and culture he received in his
military service with a new set of values and culture as determined by his current occupation?
As policing changes and reformers are questioning police tactics and policies additional
research should be conducted on various techniques that have been learned and used while in
military service. For example how well do the skills that one obtains in the military translate into
law enforcement in the civilian sector? Each person that enters the military service is trained in a
military occupational specialty (MOS). This is tantamount to trade. A person could be infantry,
signal, human resource specialist or a dental hygienist. Once must consider how these MOS can
be used in the civilian law enforcement community. Once this is determined then police
administrators can target these specific MOS and actively recruit these individuals into their
perspective departments. Are there different branches of the military that produce police officers
that are less likely to receive civilian complaints for example, the United States Navy as
compared to the United States Air Force? Naturally, each of these variable can be tested as to
whether the police officer experienced combat versus those policer officers who did not
experience combat.
When one examines the various aspects of the military structure and culture there are a
variety of research issues that one could explore. Perhaps future research could examine specific
career fields within the US Military which may translates well for those who want to become
police officers. In today’s complex world there are numerous reports of extensive data breaches
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or other elaborate cybercrimes that are global in nature. The complexity and scope of these cases
can present insurmountable challenges both to the internal police organization but also externally
to the community at large. Law enforcement agencies are increasingly the targets of
cyberattacks, either for criminal purposes or to create disruption and chaos within the
organization. There are certain members of the military who receive specific training in the field
of cyber operations. These individuals are tasked with safeguarding military intelligence and
information. As part of their training and duties they have obtained the knowledge and abilities
to safeguard information by protecting digital data, maintaining security measures like firewalls,
and introducing new cyber security. Additionally, in many cases these individuals have advanced
certifications and have high level security clearances. If recruited into the law enforcement
community these individuals could serve as a resource for the department, providing insight,
establishing protocols, and developing training for the modern police officer.
In the United States Army there is a MOS entitled Civil Affairs. The main role of
Civil Affairs personnel is to prevent and mitigate civilian interference with military operations.
Civil Affairs Soldiers plan missions that may involve civilians, such as evacuations, and work
with civilian aid agencies, non-governmental organizations (NGOs) and commercial and private
organizations. They may also support counter-drug operations that involve civilians or noncombatants. Civil Affairs Soldier have been trained to work with community members in failed
and fragile states, during large scale combat operations, and in post conflict operations or peace
keeping operations. These Soldiers would have the necessary training and experience that would
transition well in to a police force that practices community policing. Community policing is
based on the premise that police officers should attempt to address the causes of crime and
reduce the fear of crime. Those police officers who served in the Civil Affairs occupational
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specialty would have the perquisite knowledge, skills, and experience to serve as specialty police
officers focusing their attention to social disorder through problem-solving tactics and police
community partnerships. Once again, a police officer with this type of experience, particularly
those who served in counterinsurgency operations in Iraq and Afghanistan could serve as a
resource for the department. They have the education and practical experience to provide insight,
establish protocols, and develop training for the modern police officer.
There are examples of police officers who use their military experience, knowledge, and
training and then then attempt to innovate new concepts into a form of civilian policing. As a
prime example, members of the Massachusetts State Police, utilizing their experiences in
conducting counterinsurgency in Iraq and Afghanistan, implemented a concept known as
Counter Criminal Continuum (C3) Policing. While C3 Policing may not be new it may be a
superseding model to community policing. The concept of C3 was initiated by troopers, in
particular, Michael Cutone and Thomas Sarrouf. Both of these troopers had extensive service in
the Special Forces of the US Army Green Berets and had served in Iraq and Afghanistan where
they conducted counterinsurgency operations. Their concept was to use many of the tactics,
techniques, and procedures that they had learned in Iraq and use them domestically to target
gangs in this area. Based on their experience in conducting counterinsurgency in Iraq and
Afghanistan, these state troopers came to realize that similar to an insurgency operating in failed
states or war-torn nations, gangs can only survive if the community allows them to. Unlike
community oriented policing (COP), or problem-oriented policing (POP), the objective of C3
policing is to get to the root of the criminal activity which may be social in nature. C3 Policing is
similar to community policing in that it involves the adoption of a problem solving focus towards
law enforcement rather than a reactive post incident response. Officers are encouraged to search
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for the underlying causes or conditions that give rise to criminal activity or social disorder. The
end state of the process, ideally, is to establish or rebuild the relationship between the community
and the police in an effort to reshaping the community environment. With better police
community relations, the overall goal is to make the community inhospitable for gangs, drugs,
and violent criminal behavior. This is more of a proactive police approach using a variety of
agencies to resolve and mitigate social issues rather than being reactive in nature. C3 policing
accepts the fact that police simply can’t arrest their way out of crime, rather it will take
community involvement to resolve many of the underlying social issues that may contribute to a
high crime rate.

As noted, by David Galula, a counterinsurgency expert and author, some of the most
common social issues which create the foundations for an insurgency are social, economic,
religious, political, and racial grievances. The same can be said for the criminal activity that is
plaguing our inner cities. Leaders should come to the realization that the social issues discussed
above are the issues that must be dealt with if gang activity and violence are to subside. C3
policing has the potential to deliver positive outcomes.

One of the considerations that must be contemplated when translating military personnel
and the knowledge they have into civilian policing is the “blurring of lines”. The discussion of
the militarization of policing in the United States has been noted and deserves more
consideration. In an effort to combat crime the nation has witnessed a blending of tactics used
by the military and civilian law enforcement in urban areas. This included the US Military
training with police agencies as they prepared to deploy to Iraq and Afghanistan. The other
concept that is a concern is using Special Operations tactics in urban policing. During the hunt
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for key leaders in organizations within Iraq and Afghanistan the Commanding General of Joint
Special Operations Command, General Stanley McChrystal, utilized a paradigm known as “find,
fix, finish (F3). This concept used technology to find insurgents, target them, and then either
capture or kill the target. Using the theory of “Broken Windows” the Newark Police Department
introduced a COMPSTAT system to target gang members. Once the data was assembled the
police used it to map gang territory and perform a social network analysis, illustrating rivalries
and alliances, and identifying likely sites for conflict. They then took the analysis to establish
connections between gang members and others who associate with them. This enabled the police
to target key gang leaders and in essence execute the concept of F3. Naturally, in a civilian law
enforcement capacity the goal was arrest and prosecute (McGloin, 2005).

While there are some the aspects of military training and culture that may translates well
for those who want to become police officers, for example community policing, there are other
aspects that we as a nation should take caution of. The “blurring of lines” is an area where there
is room for concern and thus extensive research.

Conclusion:

The purpose of this research was to determine if police officers with military experience
are less likely to receive civilian complaints for use of force and unprofessional behavior than
police officers without military experience. When people read this statement some will come to
the conclusion that a simple quantitative analysis should have been able to determine the
outcome. One of the first things a person should know when studying statistics is that there are
192

several undeniable truths about statistics: First and foremost, the data can be manipulated,
massaged and misstated. Second, if bogus statistical information is repeated often enough, it
eventually is considered to be true. To simply examine quantitative data in its raw form would be
misleading.
To gain a better understanding, or appreciation for the main purpose of the research, more
data had to be obtained and that information had to extend beyond simple quantitative data.
Were there possible explanations as to why one group of police officers may have more civilian
complaints than another? For example, are active police officers more prone to receiving civilian
complaints than officers who respond to calls and do not take action? Additionally, any one
could file a complaint however, one must ask was that civilian complaint of merit or was it
frivolous? Naturally, sustained complaints are the complaints that should be primary focus of
those conducting this type research. Anyone can file a civilian complaint but was it determined
to be a true complaint so deemed by an investigation? To delve deeper into this problem set the
research used a mixed method approach to gain a better understanding of the data.
The genesis of the research opened up a wide variety of additional factors which were not
contemplated upon beginning this dissertation. First and foremost when studying police officers
who served in the military the topic of PTSD was unavoidable based on the current generations
involvement with the Global War on Terror resulting in war in Afghanistan, Iraq and Syria. All
initial research, help guides, and other aspects of the literature review continued to discuss
returning veterans with PTSD. Based on those factors, it was important to try to capture
qualitative data regarding police officers who are veterans and the effects of deploying to combat
zones and their ability to serve as police officers. This led the researcher to the conclusion that
supervisors who had direct knowledge and were involved with working with police officers with
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military experience had to be interviewed to give their perception on how it is to supervise and
work with this groups of police officers.
The research consisted of eight research questions that the dissertation set out to answer.
From these eight research questions, three hypotheses were established. To facilitate the research
a mixed-methods approach was utilized to compare whether police officers with military
experience accrued more or less civilian complaints than police officers without military
experience. The initial portion of the dissertation utilized quantitative data collected from three
police departments in the state of Florida to compare the number of civilian complaints filed
against police officers between the years 2014-2016.
The qualitative portion of the research consisted of data which was gathered from twenty
in-person interviews and telephonic interviews. The initial interviews consisted of a cohort of ten
police supervisors having personal military experience including combat deployment experience.
A second cohort of ten police supervisors was also interviewed. These supervisors did not have
military experience or combat deployment experience however, they had experience with
recruiting, training, or supervising police officers with military experience. The qualitative
information provided supervisor’s perceptions of police officers with military experience
compared to police officers who did not have military experience with regard to overall
performance in their role as police officers. The qualitative data served to provide additional
insight beyond the quantitative data of civilian complaints regarding the excessive use of force
and complaints concerning unprofessional behavior or inappropriate behavior filed against police
officers with and without military experience. Lastly, the researcher ascertained primary data and
information pertaining to the effects of military experience, and in particular the effects of
combat deployments on police officers. The researcher located a group of individuals who had
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military experience, combat deployments, and had experience serving as police officers. The
researcher utilized an online survey system, Survey Monkey, to query the members of American
Legion Post #0460 to obtain both quantitative and qualitative data from willing members who
wished to take part in the survey.
Based on the quantitative data that was examined and the conclusions drawn from
running both a Chi Square a determination was made that police officers with military
experience are less likely to receive civilian complaints filed against them for use of force and
for unprofessional behavior than police officers who do not have military experience.
There were a variety of research questions posed to the two cohorts of police supervisors.
In summary a review of the qualitative data would lead one to conclude that the overwhelming
majority police supervisors in both cohorts noted that police officers with military experience
outperformed police officers who did not have military experience. Lastly, ninety five percent of
the members surveyed from American Legion Post #0460 agreed that serving in the United States
Military has been beneficial to their careers as police officers.
These findings are important for a variety of reason. There are significant policy
implications which may come into consideration based on the information obtained from this
dissertation. There are numerous municipalities, including the federal government, who target
military veterans by allocating funding towards recruiting military veterans. Additionally, these
same municipalities waive certain requirements and give preference points to military veterans.
Based on the findings and concluding data it is recommended that additional research be
conducted to determine if police agencies should continue to seek military veterans to hire as
police officers and in difficult recruiting areas offer additional incentives to those with military
experience to become police officers.
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Appendix A- Informed Consent Form for Police Supervisors
THE CITY UNIVERSITY OF NEW YORK
JOHN JAY COLLEGE OF CRIMINAL JUSTICE

CONSENT TO PARTICIPATE IN A RESEARCH STUDY

Title of Research Study:
A STUDY OF POLICE OFFICERS WITH MILITARY SERVICE
BACKGROUNDS COMPARED TO POLICE OFFICERS WITHOUT MILITARY SERVICE
CAN MILITARY VETERANS INTERACT AND PROPERLY ENGAGE THE PUBLIC
WITHIN THE CONTEXT OF THE USE OF FORCE ?

Principal Investigator:

John F. Hussey

Faculty Advisor:

Professor Maria (Maki) Haberfeld
John Jay College of Criminal Justice

You are requested to consider participating in a research study conducted by John F. Hussey for
a dissertation under the supervision of Dr. Maki (Maria) Haberfeld of the Department of Law,
Police Science, and Criminal Justice Administration of John Jay College of Criminal Justice,
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CUNY. You are asked to participate because of your position as a police supervisor who has
experience supervising subordinate police officers who have military experience.

Purpose:
This study asks you to provide feedback on your experience as a police supervisor who provides
direction and oversight to subordinate police officers. For purposes of this interview the
questions will focus on subordinate police officers who have military experience. Questions will
be posed to you regarding the ability of police officers who have military experience and what if
any effect that military experience has had on an officer and his ability to interact with the
civilian community and perform as a police officer. You will be asked how officers with military
experience compare to fellow police officers who do not have military experience. This
dissertation will research the performance of police officers who have military experience and
compare it to those police officers who do not have military experience. The comparison will
seek to determine if those officers with military experience are less apt to have civilian
complaints, namely use of force and discourtesy complaints filed against them. Question will
also be posed that compare the two distinct groups of police officers. You will be asked to
compare overall job performance between those police officers who have military experience
and compare it to those police officers who do not have military experience. Question will focus
on items such as leadership, physical fitness, and the ability to complete assigned task timely. It
is important to consider the fact that there will be differences within the group of police officers
who have military experience.

Procedures:
Confidentiality
This answers to your survey will be stored on a computer that will be protected by password.
Your name and the answers you provide will not be linked. This process will ensure that no
individual can attribute the results of the interview back to you. answers that you provided.
These results of the interview will be destroyed three (3) years after the issuance of the Ph D.

Compensation
There is no compensation for participating in this study.
If you agree to participate in this study, an interview schedule will be establish to accommodate
your schedule. The interview process should take approximately 15 minutes to complete.

Upon request, this researcher will share his findings with survey respondents.
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This educational study uses human research participants and is subject to ethical and legal
guidelines. No data identifying you will be released to the university or your department. All
research will be conducted with the highest ethical standards for anonymity.
Your rights in this study are:
1.
Have the purpose, expected risks, and potential benefits fully explained to you before you
choose to participate
2.

Withdraw from participation at any time without penalty

3.

Refuse to answer a particular question without penalty

4.

Be informed of the results of the study

If you have any questions regarding this study, please contact the researcher, John F. Hussey at
jhussey@jjay.cuny.edu

Time Commitment:
Your participation in this research study is expected to last for a total of approximately 15 minutes
to complete an interview with the researcher, John F. Hussey
Potential Risks or Discomforts:

There are no risks to those who wish to participate based on the fact the survey is will not be asking
those who participate to provide any identifiable information in the survey. Additionally, steps will
be taken to ensure anonymization occurs thereby ensuring a reduction in the presence of unique or
rare recognizable features that can be used to identify individuals. Lastly, the data will be stored
on a password protected computer.
Potential Benefits:
Your responses in this survey can help shape future police recruitment and training of veterans. It
may also assist police departments with programs for veterans who were called to active duty
and are now returning to work as a police officer. There are no costs involved for you to take
this survey.
Costs
There are no costs involved for you to take this survey.
Costs
You will not receive any payment for participating in this research study.
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New Information:
You will be notified about any new information regarding this study that may affect your
willingness to participate in a timely manner.
Confidentiality:
We will make our best efforts to maintain confidentiality of any information that is collected during
this research study, and that can identify you. We will disclose this information only with your
permission or as required by law.
This survey will not be asking those who participate to provide any identifiable information to
any of the response in the survey. You are reading the consent form. If you agree, activate the
consent when prompted and begin the survey after carefully reading all instructions. No IP
addresses or emails are recorded with (or attributed to) this survey.
The research team, authorized CUNY staff, and government agencies that oversee this type of
research may have access to research data and records in order to monitor the research. Research
records provided to authorized, non-CUNY individuals will not contain identifiable information
about you. Publications and/or presentations that result from this study will not identify you by
name.
Participants’ Rights:
● Your participation in this research study is entirely voluntary. If you decide not to
participate, there will be no penalty to you, and you will not lose any benefits to which you
are otherwise entitled.
● You can decide to withdraw your consent and stop participating in the research at any time,
without any penalty.
●
Questions, Comments or Concerns:
If you have any questions, comments or concerns about the research, you can talk to one of the
following researchers:
If you have any questions regarding this study, please contact the researcher, John F. Hussey at
jhussey@jjay.cuny.edu
Additionally, if you have comments or concerns that you would like to discuss with someone other
than the researchers, please call the CUNY Research Compliance Administrator at 646-664-8918
or email HRPP@cuny.edu. Alternately, you can write to:
CUNY Office of the Vice Chancellor for Research
Attn: Research Compliance Administrator
205 East 42nd Street
New York, NY 10017
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Appendix B- Informed Consent Form for Veterans Serving as Police Officers

THE CITY UNIVERSITY OF NEW YORK
JOHN JAY COLLEGE OF CRIMINAL JUSTICE
CONSENT TO PARTICIPATE IN A RESEARCH STUDY

Title of Research Study:
A STUDY OF POLICE OFFICERS WITH MILITARY SERVICE
BACKGROUNDS COMPARED TO POLICE OFFICERS WITHOUT MILITARY SERVICE
CAN MILITARY VETERANS INTERACT AND PROPERLY ENGAGE THE PUBLIC
WITHIN THE CONTEXT OF THE USE OF FORCE ?

Principal Investigator:

John F. Hussey

Faculty Advisor:

Professor Maria (Maki) Haberfeld
John Jay College of Criminal Justice

You are requested to consider participating in a research study conducted by John F. Hussey for
a dissertation under the supervision of Dr. Maki (Maria) Haberfeld of the Department of Law,
Police Science, and Criminal Justice Administration of John Jay College of Criminal Justice,
CUNY. You are asked to participate because of your position as a sworn municipal law
enforcement officer and in some instances a veteran of the United States military.
Purpose:
This study asks you to provide feedback on your military experience and what if any effect it has
had on your ability to interact with the civilian community and perform as a police officer. This
dissertation will research the performance of police officers who have military experience and
compare it to those police officers who do not have military experience. The comparison will
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seek to determine if those officers with military experience are less apt to have civilian
complaints, namely use of force and discourtesy complaints filed against them. It is important to
consider the fact that there will be differences within the group of police officers who have
military experience. To differentiate, one must consider that there are those who have military
experience and never deployed to a combat zone, there are those who have military experience,
deployed to a combat zone and never saw combat, and lastly there are those with military
experience who deployed to a combat zone and witnessed or experienced combat. Each of these
factors may produce different results based on the stress felt, and how that officer reacted to it,
and if there are long term effects such a PTSD
Procedures:
Confidentiality
This survey will not be asking those who participate to provide any identifiable information to
any of the response in the survey. You may begin the survey after carefully reading all
instructions. No IP addresses or emails are recorded with (or attributed to) this survey.
Compensation
There is no compensation for participating in this study.
If you agree to participate in this study, activate the appropriate response when on the computer.
Do not put your name in any of your responses for the open-ended questions. This survey could
take approximately 15 minutes to complete but be clear with your answers.
Upon request, this researcher will share his findings with survey respondents.
This educational study uses human research participants and is subject to ethical and legal
guidelines. No data identifying you will be released to the university or your department. All
research will be conducted with the highest ethical standards for anonymity.
Your rights in this study are:
1.
Have the purpose, expected risks, and potential benefits fully explained to you before you
choose to participate
2.

Withdraw from participation at any time without penalty

3.

Refuse to answer a particular question without penalty

4.

Be informed of the results of the study

If you have any questions regarding this study, please contact the researcher, John F. Hussey at
jhussey@jjay.cuny.edu
Time Commitment:
Your participation in this research study is expected to last for a total of approximately 15 minutes
to complete an online survey.
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Potential Risks or Discomforts:
There are no risks to those who wish to participate based on the fact the survey is will not be asking
those who participate to provide any identifiable information in the survey. Additionally, steps will
be taken to ensure anonymization occurs thereby ensuring a reduction in the presence of unique or
rare recognizable features that can be used to identify individuals. Lastly, the data will be stored
on a password protected computer.
Potential Benefits:
Your responses in this survey can help shape future police recruitment and training of veterans. It
may also assist police departments with programs for veterans who were called to active duty
and are now returning to work as a police officer. There are no costs involved for you to take
this survey.
Costs
There are no costs involved for you to take this survey.
Payment
You will not receive any payment for participating in this research study.
New Information:
You will be notified about any new information regarding this study that may affect your
willingness to participate in a timely manner.
Confidentiality:
We will make our best efforts to maintain confidentiality of any information that is collected during
this research study, and that can identify you. We will disclose this information only with your
permission or as required by law.
This survey will not be asking those who participate to provide any identifiable information to
any of the response in the survey. You are reading the consent form. If you agree, activate the
consent when prompted and begin the survey after carefully reading all instructions. No IP
addresses or emails are recorded with (or attributed to) this survey.
The research team, authorized CUNY staff, and government agencies that oversee this type of
research may have access to research data and records in order to monitor the research. Research
records provided to authorized, non-CUNY individuals will not contain identifiable information
about you. Publications and/or presentations that result from this study will not identify you by
name.
Participants’ Rights:
● Your participation in this research study is entirely voluntary. If you decide not to
participate, there will be no penalty to you, and you will not lose any benefits to which you
are otherwise entitled.
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● You can decide to withdraw your consent and stop participating in the research at any time,
without any penalty.

Questions, Comments or Concerns:
If you have any questions, comments or concerns about the research, you can talk to one of the
following researchers:
If you have any questions regarding this study, please contact the researcher, John F. Hussey at
jhussey@jjay.cuny.edu
Additionally, if you have comments or concerns that you would like to discuss with someone other
than the researchers, please call the CUNY Research Compliance Administrator at 646-664-8918
or email HRPP@cuny.edu. Alternately, you can write to:
CUNY Office of the Vice Chancellor for Research
Attn: Research Compliance Administrator
205 East 42nd Street
New York, NY 10017
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Appendix C – On Line Survey Questions for Police Officers
Veterans serving as police officers
This survey is being issued to police personnel who have served in the military. The goal is to
obtain information from you regarding your service in the United States military and how that
service has affected you in your current career field as a police officer. This survey in
anonymous, totally voluntary, and confidential. I wish to thank you for your service in the
military, as a police officer, and your willingness to complete the survey.
What is your gender?
Male
Female
What is your age?
Your answer
What is your education level?
GED
High School Diploma
Some College
Associate Degree
Bachelor's Degree
Graduate level credits
Graduate level degree (Masters)
Law Degree
PhD
How long have you been a police officer?
Choose
Total Years
Total months
Where you are currently employed as a police officer?
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Your answer
Describe the area that you are assigned to
Urban (City)
Rural (Suburb)
Size of the Area that you are assigned to
Less than 5,000
Less than 10,000
Less than 20,000
Less than 50,000
Less than 100,000
More than 100,000
Other:

Describe the racial / ethnic makeup of the area you are assigned to
Your answer

Which duty best describes your responsibilities?
Patrol
Supervisor
Detective
Information technology (Repair IT/ Computer crimes/ input data into computer
Special assignment (VIP Security/ Sporting events/ Parade detail
Emergency Services / Bomb Squad/ Special Weapons and Tactics
Community Affairs
Did you serve in the United States military?
Yes
No
What branch of the service were you in?
Army
Navy
Air Force
United States Marine Corps
Coast Guard
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What component of the military were you in?
Active component
Reserve Component
Army Guard / Air Guard
Highest military rank obtained
Your answer
Length of military service
Choose
Total Years
Total months
How many deployments have you had to a combat zone? (Must have received hazardous pay)
Your answer
Combat exposure scale (Must have received hazardous pay to answer this question) During your
deployment to a combat zone were you assigned to a ship / air base / forward operating / or
patrol outside the wire?
Your answer

Combat exposure scale (Must have received hazardous pay to answer this question) During your
deployment to a combat zone did you receive any valor awards / Purple Heart medal/ Combat
Infantry Badge / Combat Action Badge?
Your answer

Combat exposure scale (Must have received hazardous pay to answer this question) Did you fire
your weapon, or were you fired upon, by the enemy?
Your answer
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Combat exposure scale (Must have received hazardous pay to answer this question) Did you kill
a combatant/ insurgent / civilian?
Your answer

Combat exposure scale (Must have received hazardous pay to answer this question) Were you, or
any members of you unit injured, due to combat operations, during your deployment?
Yes
No
Combat exposure scale (Must have received hazardous pay to answer this question) Did you lose
any members of your unit due to combat related injuries while deployed?
Your answer

Do you suffer from any of the symptoms associated with Post Traumatic Stress Disorder?
Your answer

Has your experience in the military assisted you as a police officer?
Your answer. Feel free to expand.

Have you had civilian any civilian complaints filed against you for use of force or unprofessional
behavior?
Your answer
If you had a civilian complaint filed against for use of force or unprofessional behavior against
you was it substantiated?
Your answer
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While on patrol in a civilian environment do you feel your military experience has been an
advantage or disadvantage in your capacity as a police officer?
Your answer

While on patrol in a civilian environment do you ever have instances where you "flash back" to
your time in a combat zone? (Must have received hazardous pay to answer this question)
Your answer

SUBMIT
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Appendix D: Survey for Police Supervisors
What police department do you work for? Please state the actual location (State/City), and the
name of the department.

What is your rank in the police department in which you are assigned?

How big is your department?

Have you served in the US Military?

What rank are/were you in the military?

Have you deployed to a combat zone?

Can you tell me what type of area your police department covers? (Rural/suburban/mixed)

Can you tell me the demographics of your police jurisdiction?

Can you tell me how many police officers your department employs?

Can you tell me how many or what percentage of police officers have military experience?
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Can you tell me how you think police officers with military experience compare with police
officers that do not have military experiences?
Choose between the following categories: One of two choices: Officer with military
experience or officer with no military experience

Overall Trait

Officer with military
experience

Police officer training (The academy)

Leadership

Interaction with civilians

Interaction with supervisors

Ability to work with other officers

Ability to get the job done

Problem solving

Overall level of maturity and responsibility

Intelligence

Commitment to the organization and the
organization’s values

Appearance
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Officer with no military experience

Ability to complete paperwork
Overall abilities as a police officer
Interpersonal skills
Communication skills both oral and written
Trustworthiness
Physical conditioning
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Appendix E: Agency consent form for a police agency
The

Police Department grants John F. Hussey—a PhD student with

John Jay College, City University of New York—permission and authority to administer surveys
to members of this department as part of his doctoral dissertation research in criminal justice,
examining police behavior and response. The survey will be administered through Survey
Monkey and sent as a link to their department email accounts.
These surveys are confidential which means respondents’ identities will not be released
or reported. Mr. Hussey reserves the right to administer follow-up survey questions (where
necessary) to clarify responses. Mr. Hussey’s research will be supervised by his dissertation
chairperson and in accordance with the precepts of John Jay/CUNY’s Institutional Review
Board.
The

Police Department agrees to designate a point-of-contact for Mr.

Hussey’s research that will liaise whenever necessary to complete this research. There is no
discernable financial cost to the

Police Department for administering the

aforementioned survey. The data and survey tools remain the sole property of the researcher—
John F. Hussey. Mr. Hussey agrees to share his research findings with the
Department upon completion of his research, if requested.
Signature

Agency Representative XXX Police Department
Date
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Police

Signature

John F. Hussey (Researcher)
Date

jhussey@jjay.cuny.edu, (H) 845 534-5272
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Appendix F: CITI Certification for research with human subjects
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Appendix G: Institutional Review Board (IRB) Approval Letter

Approval Notice
Amendment 11/26/2018
John Hussey,
John Jay College of Criminal Justice,
RE: IRB File #2018-0379
A STUDY OF POLICE OFFICERS WITH MILITARY SERVICE BACKGROUNDS
COMPARED TO POLICE OFFICERS WITHOUT MILITARY SERVICE CAN MILITARY
VETERANS INTERACT AND PROPERLY ENGAGE THE PUBLIC WITHIN THE
CONTEXT OF THE USE OF FORCE?
Dear John Hussey,
Your Amendment was reviewed and approved on 11/21/2018. You may implement the
amendment.
Please note the following information about your approved research protocol:
Protocol Approval Period:
Approved Enrollment #: 260
Amendment Summary:

The following changes are being made to clarify some
portions of the application; no changes to the actual
research project are being requested. a. Attaching clean
copies of the consent forms b. Clarifying the pre-existing
records that will be accessed c. Clarifying that there is no
formal screening processed. Clarifying that all participants
will provide oral consent.
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Documents / Materials
Type

Description

Version
#

Date

Informed
Consent/Permission
Document
Interview Questions

Informed consent and survey
/ interview questions

1

9/30/2018

Veterans serving as police
officers Internet Questions

1

9/30/2018

University Integrated Institutional Review Board
205 East 42nd Street
New York, NY 10017
http://www.cuny.edu/research/compliance.html

Please remember to:
- Use the IRB file number 2018-0379 on all documents or correspondence with the IRB
concerning your research protocol.
- Review and comply with CUNY Human Research Protection Program policies and procedures.
The IRB has the authority to ask additional questions, request further information, require
additional revisions, and monitor the conduct of your research and the consent process.
If you have any questions, please contact:
Lynda Mules
212-237-8914
lmules@jjay.cuny.edu
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